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	ABSTRACT 
	
Missional Virtues in Leadership:  
Assessing the Role of Character Strengths of Christian Social Entrepreneurs in 
Creating Missional Organizations 
In the past few years, social entrepreneurship and the development of faith-based non-
profits has grown both in practice and in interest as a missiological activity within 
Christianity. Studies of the leadership of non-profit founders typically focus on the traits, 
skills, and strategies in order to understand the growth of these organizations. The 
relationship between the character strengths of Christian social entrepreneurs and the 
growth of their organizations has not been explored in previous studies. This dissertation 
attempts to bridge that gap by asking the question: What are character strengths that have 
been influential and beneficial in the leadership needed by Christian social entrepreneurs 
in starting organizations that lead to stability and growth in mission? The findings of this 
dissertation are that there are particular and identifiable virtues and character strengths 
that are possessed by Christian social entrepreneurs that enable them to lead in the growth 
of the organizations that they have started. This study is accomplished through in-depth 
interviews that focus on critical incidents and areas that illuminate the virtues and 
character strengths of Christian social entrepreneurs that have positively affected the 
growth of their organizations, utilizing the theoretical concepts of Positive Organizational 
Scholarship and Martin Seligman and Christopher Peterson’s Classification of Virtues 
and Character Strengths framework.  
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CHAPTER 1 
INTRODUCTION 
	
Overview of the Chapter 
 
This chapter lays the foundation for the study, beginning by presenting an 
autobiographical background for the origin of my interest in the research questions. Next, 
the research questions themselves, assumptions, and the significance of the study are 
stated. The chapter concludes by identifying and elaborating on the key components of 
the research design, including the data collection and analysis plans. 
Autobiographical Background 
	
In recent years, there has been the emergence of an understanding of the holistic 
nature of the mission of God that has occurred among many, and has given rise to many 
organizations that see their purposes to address social issues with the understanding that 
the mission of God extends far beyond the reach of the local church in ways that a local 
church could not. This has led many to engage in social entrepreneurial enterprises that 
address needs and people that have previously been overlooked or not understood. Those 
who established these missional endeavors have worked within the public sphere as for 
profit businesses, non-profit organizations, and unique enterprises that have been, for the 
most part, self-sustaining and independent. These organizations have viewed their 
mission as part of the kingdom mission of God, yet they existed outside of the local 
church. By their creation and objectives in their work, these organizations have led the 
way in innovative approaches to their mission. 
The interest in those types of organizations is not new. From the early centuries of 
the church, Christians have established organizations that worked out their faith for the 
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common good in the public square. In contemporary evangelical missiology, discussion 
of the nature of these types of enterprises and their purposes can be seen since the first 
International Congress on World Evangelization in Lausanne, Switzerland in 1974. While 
subsequent Lausanne congresses have attempted to work out the implications of this type 
of work, these organizations have grown substantially in both number and in those 
interested in their operation. 
My interest in this phenomenon has been from the culmination of the experiences 
that I have had in my life. I grew up in a United Methodist Church that was stable and 
had a history in the town in which I grew up in, but had no sense of mission and did not 
grow either in numbers or in ministry to those in community. While I did see an emphasis 
on right belief and theological understanding, the church had little influence or 
engagement with those outside of itself. It was during this time that questions about 
whether Christianity should be more concerned with the present world or the world to 
come in the afterlife.  
In college, I became involved in a campus ministry that did focus on mission and 
grew rapidly, but ultimately dissolved due to leadership issues. I transferred to a Christian 
college, became disillusioned with church ministry, and ultimately returned to the United 
Methodist Church as a candidate for ordination. During that process, I still had questions 
about the role of the church in the world, those who were outside of the church, and the 
possibility of the gospel changing the lives of people outside of Sunday mornings. Within 
the United Methodist Church, particularly within the annual conference I started with, I 
sensed the importance of the discipleship of the church, the growth of the church, and 
gifts of the church. My sense was that mission was being seen as ecclesiocentric. This 
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experience only served to continue my questions of how the gospel could address the 
problems in the world, particularly if the mission of God was confined to the ministry of 
the church. 
I was in pastoral ministry for eight years in the United Methodist Church. In that 
time, I served as the pastor of six churches (three at my first appointment, two at the 
second appointment, and one in my last appointment). Of those six, only one had 
experienced significant growth in both attendance and ministry to the community. 
Questions about the ability of a traditional church ability to effectively engage people and 
the problems of the world as a way of evangelism, producing lasting change, continued in 
my mind for many years, wondering if perhaps there was a better way, or a better strategy 
that could be used.  
I also began to question if these types of ministries, those that spread the gospel 
by engaging the social problems of the world, should even be addressed by the local 
church. With limited time, resources, and people, perhaps, I thought, the church's role 
was to make disciples. After all, this is the area of ministry that churches tend to excel. 
The question still remained, however, that if the gospel is more than just belief, and I 
believed that it was, then where could issues such as poverty, hunger, education, 
environmental issues, and many others be addressed?  
In recent years, a number of others have begun to ask these questions. Numerous 
Christians have taken up the mission to address these questions by developing 
organizations that address these needs in new and innovative ways, and by doing so 
planting the gospel in the hearts and minds of those in need. Some of these organizations 
have succeeded and are growing and thriving in their mission, reaching them with the 
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gospel, affecting the lives of many whom they serve, and introducing systemic change. 
Others have started, yet were never able to bring their organizations to a point of growth 
and effectiveness and eventually have had to close their operations.  
During, and after, my coursework, my questions began to be more focused not 
only on these types of organizations, but also on the type of leaders that were needed to 
start these type types of organizations. I had previously looked at congregational leaders, 
but looking at Christian leaders who were involved in social entrepreneurship seemed 
different, and I began to wonder what kind of leadership is required for this. I came to 
understand more that the leadership skills and abilities needed for congregational and 
pastoral leadership were focused on leading a group of voluntary members in a specific 
location, while the leaders of non-church missional organizations required a very 
different set of skills, with a different set of stakeholders. Having had experience in the 
first group, I became more interested in the second group and the business and 
organizational development skills required to start and grow these missional 
organizations. 
As I look back on my experience both as a church member and church leader, as 
well as my research and study, I know that all leaders possess different gifts, and some 
are more effective than others. The questions that I had centered on what kinds of 
leadership qualities were possessed by these social entrepreneurs that enabled them to 
start, sustain, and grow organizations that excel in their mission to serve others?  
This led me into the literature on character strengths, which seemed to provide the 
beginning point to answer my questions. What character strengths do these leaders 
possess? What are the character strengths that are most helpful in developing these 
5	
	
organizations? Are there common character strengths between different Christian social 
entrepreneurs? How are they developed? If these character strengths can be identified, 
can this be used to help train a new generation of missional Christian leaders? These are 
the questions that kept going through my mind, and the ones that form the basis of this 
study. 
Statement of the Problem 
	
The process of creating, sustaining and growing an organization is unique to each 
organization. Each organization is also unique in its founders, context, and specific 
mission. All of these types of organizations do, however, have leaders that possess certain 
character strengths that enable them to be able start and grow their organizations. Both 
the uniqueness and sameness of these Christian social entrepreneurial leaders can provide 
information about the character strengths necessary to understanding how they, and 
others, can successfully start, maintain, and grow missional organizations. 
The questions that this study investigated revolve around understanding the 
leadership of these enterprises. No research studies currently exist that have attempted to 
understand or develop an understanding of the character strengths of Christian social 
entrepreneurs that are necessary to develop their organizations to be missionally effective 
in transforming the lives of those that their organizations seek to reach. What strengths do 
leaders possess that contribute positively to the growth of their organizations? Why are 
certain strengths important? As Christian social entrepreneurs, how do leaders think 
theologically about character and virtue in their actions as leaders? Are there certain 
character strengths that are predominate among leaders, or are character strengths as 
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different as the organizations and leaders themselves? As these questions have not been 
addressed, there is a gap in the research that this project has addressed. 
In thinking about these questions, it has also been important to think not only 
about the effectiveness of leadership and organizational success, but also the particular 
nature of Christian leadership in a Christian organization. There is a growing literature 
available on ways in which a social entrepreneurial organization can be started and grow. 
In this study, one of the questions involved the nature of a particularly Christian social 
entrepreneurial leadership and organization. In this, the concept of Christian character 
became important in understanding the identity and mission of the leader and 
organization, and how Christian character is linked to effectiveness.  
In particular, this project looked at the character strengths that are possessed by 
social entrepreneurs that are beneficial in building the organizational capacity of their 
ventures. The strengths of entrepreneurial leaders are not a static phenomenon, but a 
multifaceted one that has to be continually developed through the life of an organization. 
The character strengths utilized by Christian social entrepreneurs for building capacity in 
their organization are important in understanding the ways in which these organizations 
represent a new, holistic form of gospel planting in addressing social problems and issues 
that local churches are not equipped to address. In addition, the ways in which these 
character strengths of social entrepreneurs have been developed from a distinctively 
Christian framework has not been fully explored. 
Research Questions and Objectives 
	
The overall question is: What are the character strengths that have been influential 
and beneficial in the leadership needed by Christian social entrepreneurs in starting 
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organizations that lead to stability and growth in mission? Through describing the 
experiences of Christian social entrepreneurs in capacity building, common, as well as 
differing, experiences have been analyzed in order to gain greater understanding in the 
answer to this question.  
This overall question has also been supported by two other questions that helped 
to augment that question of capacity building: How do Christian social entrepreneurs 
think theologically about the relationship between their character strengths and building 
the capacity of their organizations? Also, what moral and theological resources do 
Christian social entrepreneurial leaders utilize to grow in their character strengths to 
increase their organizational capacity? 
Research Questions and Objectives 
 
Research Questions 
 
Research Objectives 
What are character strengths that have 
been influential and beneficial in the 
leadership needed by Christian social 
entrepreneurs in starting organizations 
that lead to stability and growth in 
mission? 
To understand and describe the 
experience of Christian social 
entrepreneurs in understanding the 
character strengths that were most 
beneficial in creating the organizations 
that have been have created or started by 
them. 
 
How do Christian social entrepreneurs 
think theologically about the relationship 
between their character strengths and 
To understand and describe how the role 
of character strengths, and understanding 
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building the capacity of their 
organizations? 
 
of how those strengths affect 
organizational capacity building. 
 
What moral and theological resources do 
Christian social entrepreneurial leaders 
utilize to grow in their character strengths 
to increase their organizational capacity? 
 
To understand what moral and theological 
resources these entrepreneurs have access 
to, or gain access to, to increase their 
capacity to fulfill their mission. 
 
	
Table 1-1 Research Questions and Objectives 
Definitions of Key Terms 
Christian Social Entrepreneur. The term social entrepreneur is one that has been debated, 
and no one definition is agreed upon in the literature and practice (Dacin, Peter A., M. 
Tina Dacin, and Margaret Matear 201, 37). It is unclear when the term began to be first 
used, but many believe it to have originated as early as 1980 by Bill Drayton (Welsh & 
Norris Krueger Welsh, and Krueger 2013, 274). The term “social entrepreneurship” is 
differentiated from “social enterprise,” which refers to a non-profit that engages in for-
profit activities (277). 
In this study, a Christian social entrepreneur has been defined as a person who is 
the founder of a non-profit organization that seeks to address specific social needs, 
motivated by a desire and belief that their work is a part of the mission of God to the 
world. While the first part of this definition could be applied to any social entrepreneur, 
the second part of the definition emphasizes the basis of faith and belief in God’s concern 
for the world is an important qualifier. The entrepreneurial activity is an expression not 
only of God’s care for the people of the world, but also the vision of shalom for the 
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world, which addresses corrupt conditions, structures, and contexts in the lives of 
humanity. 
Character Strengths.	Character strengths are those traits or characteristics that are 
inherent in virtues (Peterson, and Seligman 2004, 13). The virtues in this study are 
comprised of wisdom and knowledge, courage, transcendence, justice, temperance, and 
virtues of humanity. Character strengths are particular expressions of the virtues, and 
evidence specific behaviors, attitudes, and actions. According to Christopher Peterson, an 
early researcher in positive psychology, virtue, and character strengths,   
The character strength is ubiquitous: is widely recognized across cultures 
is fulfilling: contributes to individual fulfillment, satisfaction, and 
happiness broadly construed is morally valued: is valued in its own right 
and not for tangible outcomes it may produce does not diminish others: 
elevates others who witness it, producing admiration, not jealousy 
(Keltner & Haidt, 2003) has a nonfelicitous opposite: has obvious 
antonyms that are “negative” is trait-like: is an individual difference with 
demonstrable generality and stability is measurable: has been successfully 
measured by researchers as an individual difference is distinct: is not 
redundant (conceptually or empirically) with other character strengths has 
paragons: is strikingly embodied in some individuals has prodigies: is 
precociously shown by some children or youth can be selectively absent: 
is missing altogether in some individuals has enabling institutions: is the 
deliberate target of societal practices and rituals that try to cultivate it. 
(Peterson 2006, Kindle Locations 3148-3167).  
 
The twenty-four character strengths identified by Peterson and Seligman, and 
used in this study, are creativity, curiosity, open-mindedness, love of learning, 
perspective, bravery, persistence, integrity, vitality, love, kindness, social intelligence, 
citizenship, fairness, leadership, forgiveness and mercy, humility, prudence, self-
regulation, appreciation of beauty and excellence, gratitude, hope, humor, and 
spirituality. 
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Organizational Capacity. Organizational capacity is “the set of structures and functions a 
nonprofit organization needs to effectively serve the community” (Despard 2016). This 
includes organizational structure, processes for hiring and onboarding, defined mission, 
and ability to grow as an organization. Capacity also refers to the defined programs, 
outcomes, and measurements used in determining the ability of the organization in its 
understanding of success and future endeavors.  
Within this study, the research questions focused on the ways in which virtues and 
character strengths of the founders are able to increase the organization capacity of non-
profits. While each organization is separate and dependent on context and mission, these 
common structures and functions exist in each organization, and are requisite realities for 
the organization to function. While the focus is on character strengths and virtues, the 
outcomes of those is the capacity of the organizations and their growth as the outcome.  
Moral and Theological Resources.	Every Christian utilizes certain systems of support for 
their lives, work, and family life. In this study, moral and theological resources are 
defined as those sources that are drawn upon by Christian social entrepreneurs that enable 
them to think, reflect, and act in ways that are faithful to their understanding of the ways 
in which Christians are called to live, think about the world, life, and work, and provide 
the necessary place to turn for advice, support, and encouragement, within a distinctly 
Christian framework of understanding. 
Rather than view these sources in a set configuration, these moral and theological 
resources can take a variety of forms. One example of the moral and theological 
resources was involvement in a local church community, where there is participation in 
weekly worship. Another was participation in a small group, whether it is a group bible 
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study or other type study with fellow Christians. Educational experiences, both formal 
and informal, theological and non-theological, provide ways in which participants could 
understand their life and works. Also important are relationships, including friendships, 
mentoring relationships, and working relationships. All of these sources provided the 
moral and theological resources that the participants utilized or sought out in order to 
help in their understanding of what they are doing in life, and more importantly for this 
study, in their organizations. 
Assumptions 
	
In coming to this project, I brought not only a desire to answer the research 
questions, but also assumptions about the answers to the research questions. The first 
assumption was that Christian social entrepreneurs approach their endeavors within a 
missiological framework, with the belief that who they are as Christians has significance 
in God’s work within the world. While this belief may not be formalized, it underlies 
their leadership, strategy, decision-making, and development of their organizations. 
Strengths of character and virtue are part of their identity as Christians, and help to 
positively impact their work as leaders and entrepreneurs. 
The second assumption that I brought is that each individual leader possesses 
particular character strengths and virtues. Some strengths will be more developed and 
core to their identity than others, and be more significant in accomplishing their work. 
These character strengths may or may not be known by the individual leaders, but are 
evident in their actions and leadership. 
A third assumption was that character strengths originate and are intertwined with 
the values of a leader. While there may be certain character strengths that are particular to 
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social entrepreneurs in general that enable them to start and develop their organizations, 
Christian social entrepreneurs will possess character strengths that are particular to 
Christian disciples. The character strengths that are possessed by Christian social 
entrepreneurs are necessary in developing Christian organizations, and differed in their 
importance if compared to non-Christian social entrepreneurs. Therefore, the character 
strengths possessed by the subjects of this study did not only contribute to the creation of 
an organization, but contributed to the creation of a distinctly Christian organization. 
A fourth assumption was that there is a relationship between the character 
strengths possessed by a leader and the growth that occurred through their leadership. 
These strengths were not be the same among different social entrepreneurs. There were, 
however, character strengths and virtues that are dominate in individuals, which serve to 
positively impact their work. 
In looking at the four assumptions, the overall argument of this project is that 
there are particular virtues and character strengths that are possessed by Christian social 
entrepreneurs that enable them to grow the organizations that they have started. The 
virtues and character strengths are not secondary or separable from the entrepreneurs’ 
identity as Christian leaders, but are an integral part of their identity as both Christians 
and leaders within the social entrepreneurial field. These virtues and character strengths 
are identifiable, and discovered through qualitative data collection and analysis. 
Significance of Missiological Research 
	
This project was designed to contribute towards Christian missiological 
scholarship in three distinct ways. 
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Social entrepreneurship and social justice organizations have a long history within 
Christian history, although they have not always been understood in those terms. In 
recent decades, more attention has been given to the development of these organizations 
as a missional strategy. Research has been done in this area, often focused on the 
justification of the work itself or the biblical and theological understandings of the work. 
Little attention has been given to the creation of the organizations or the leaders that have 
used their entrepreneurial gifts to create these organizations. This project fills that gap in 
the research on the creation of these missional organizations. 
Second, there has been no study that I am aware of that ask the questions that link 
the character strengths of entrepreneurs with organizational growth. This is particularly if 
interest not only in the conversation concerning positive strengths and organizations, but 
of particular interest were the ways in which Christian entrepreneurs, coming from 
Christian environments that understand the process of spiritual growth and the 
development of character and virtues, have utilized those strengths in their creation of 
their organizations. Understanding the character strengths of Christian entrepreneurs 
helps in understanding the ways in which character and virtue positively enables those in 
Christian mission. 
Finally, given the changes in Christian higher education in recognizing the desires 
and callings of their students in social justice, more study has been needed in order to 
more beneficially enable those institutions to educate, train, and form new generations of 
Christian entrepreneurs. In particular, this study contributes to the understanding those 
character strengths that are present in Christian entrepreneurs, and enable continued 
though about the role that spiritual formation can play in enhancing organizational and 
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entrepreneurial skills. There is currently no research in this regard, and is a gap in the 
future of Christian mission which this project fulfills.  
Key Features of the Research Design 
	
As this study investigated the human elements of capacity building in 
organizations, a qualitative approach was chosen, using methods that designed to help 
examine how the world is seen and experienced by individual people (Given 2008, xxix). 
This type of approach was helpful in understanding the meaning that people have given 
their experiences of capacity building (Merriam 2009, 13). In particular, looking at the 
character strengths that positively impact the leadership of social entrepreneurs in critical 
incidents was used as a data collection and analysis method, and determined which of 
those strengths and virtues helped in building capacity in the organizations that will be 
studied. 
For this study, the Critical Incident Technique (CIT) was utilized in collecting and 
analyzing the data. This method was originally introduced by Flanagan (1954), and 
focuses on particular events, or critical incidents, to understand human behavior. 
According to Chell (1998), 
The critical incident technique is a qualitative interview procedure 
which facilitates the investigation of significant occurrences (events, 
incidents, processes, or issues) identified by the respondent, the way 
they are managed, and the outcomes in terms of perceived effects. The 
objective is to gain understanding of the incident from the perspective 
of the 
individual, taking into account cognitive, affective, and behavioral 
elements. (56). 
 
Since its first use, the Critical Incident Technique has been used repeatedly across a 
variety of disciplines (Gremler 2004, 66), and is seen as a "rich—but highly systematic, 
valid, and reliable—research findings" (Fountain 1999, 3). 
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Data Collection 
	
Flanagan identified three conditions necessary to begin collecting data. First, the 
person collecting the data should have a knowledge of the activity that is being studied 
(Flanagan 1954, 59; Cope and Watts 2000, 105). This was accomplished through the 
literature review, previous classwork, and preparatory work in selecting identifying a 
broad group of Christian social entrepreneurs as potential participants. 
The second step in data collection was to qualify potential participants for the 
study. The participants were chosen without regards to age, gender or race being a factor. 
This used a non-probability, purposive sample of entrepreneurs. A general sample did not 
provide the needed parameters, as it does not look at entrepreneurs, or social 
entrepreneurs, in general. As this study looked at a specific population of Christian social 
entrepreneurs rather than entrepreneurs in general, purposive sampling was the most 
beneficial method of choosing participants. 
In addition, snowball referencing was utilized to identify potential participants. 
Snowball referencing is a procedure where one participant refers or recommends another 
potential participant that is known (Creswell 2012, 158). This process was helpful in 
identifying potential participants who match the study criteria, and who were involved in 
similar missional social entrepreneurial organizations. 
All participants were identified as entrepreneurs who were the founders or one of 
a team of founders of their organizations. These organizations were identified as 
organizations whose primary mission is social transformation. The mission of these 
organizations is Christian in nature, and the participants are identified as such. The 
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experience of participants in developing their organizations are varied, which allowed for 
both experienced and new participants to be included in the sample.  
The third step was to identify the behaviors to be observed or identified. The 
research questions provided the framework for the questions asked in regards to the 
virtues and character strengths that helped Christian social entrepreneurs grow their 
organizations.  
These three conditions set the study to move to interview participants and hear 
their stories (Flanagan 1954, 60; Chell 1998, 55; Gremler 2004, 66). This project utilized 
in-depth, open ended, qualitative interviews with 8 Christian social entrepreneurs that 
that fit the described boundaries. Information obtained from other media, such as 
websites, podcasts, and other relevant publications available was also used. These were 
used to derive appropriate categories for virtues and strengths of Christian social 
entrepreneurs. 
As the research questions for this project involved virtue and character strengths 
in leadership of organizations, particularly in regards as to how these are defined within 
Positive Organizational Scholarship, secondary literature was utilized to define the 
parameters of the terms. The role of social justice in biblical, theological, and 
missiological history was reviewed. In addition, the role of virtue and character in 
Christian leadership literature was reviewed to further assess the importance of these in 
organizational leadership. 
As the research questions are centered on understanding their character strengths 
through their experience of capacity building from in individual organizations, this 
provided the primary method of collecting data. In addition, archival material, as 
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available, was examined to provide additional insights into the character strengths of the 
entrepreneur. This includes, but is not be limited to, material from the internet, 
organizational websites, audio, written material, and organizational information. 
Interviews were scheduled for an initial interview of 60 minutes, with a 30 minute 
follow up interview. Interview participants were informed of the limited use of 
information obtained in the interviews, including the use of information provided being 
included in the dissertation.  
Interviews were digitally recorded. The interviews were then transcribed, and 
stored in a secure location, for analysis. The questions used were open ended, with desire 
that the participants felt free to describe their experiences, thoughts, and feelings as they 
had experienced them throughout their work. Notes were taken, as appropriate, during the 
interview. After the interviews, memos were written in order to record first impressions 
of the information gathered during the interviews. 
Data Analysis 
	
In analyzing the data, several steps were employed. First, a biographical portrait 
of the leader was developed from available information, and augmented by interview 
data. This was then put into a narrative form, in order to better understand the context of 
the leader and organization This aided in analyzing the data in the context of the story of 
the leader and the organization. 
Second, those episodes identified as critical incidents were isolated and examined, 
utilizing a line by line microanalysis of the interviews. These were identified individually 
in order to provide units of analysis within the overall narrative (Strauss and Corbin 
1998, 59-64; Rossa 2005, 838)). Critical incidents are “defined as extreme behavior, 
18	
	
either outstandingly effective or ineffective with respect to attaining the general aims of 
the activity” (Flanagan 1954, 338). These critical incidents were analyzed in order to 
provide the optimal units of investigation in which virtues and character strengths were 
evident. 
The critical incidents were broadened from specific incidents to critical areas. 
Whereas critical incidents are specific moments in time, critical areas are broader. A 
critical area is defined as not just a single occurrence, but multiple incidents that involve 
similar characteristics under a broader theme, and that would not be dissimilar enough to 
be categorized separately. This has become more of a common practice in more recent 
studies using the Critical Incident Technique (Douglas, McClelland, & Davies 2008; 
Butterfield et al. 2005). The critical areas were then categorized into broader themes. This 
allows for a more complete picture of the critical areas and determine the frame of 
reference (Flanagan 1954, 68). 
Third, the data from the critical incidents was categorized according to the general 
frames of virtue, based on the characteristics evident in each of the six virtues. These 
categories include wisdom and knowledge, courage, humanity, justice, temperance, and 
transcendence. This was done in order to understand broadly the different characteristics 
according to the actions of each leader. 
Fourth, the data was assigned to categories of character strengths of each virtue, 
further specifying the action or belief. This was based on the type of incident and used in 
conjunction with the frames of reference. This allowed for specific strengths to be 
evaluated according to their individual outcomes. These categories were used to identify 
the characteristics in order to understand their significance as strengths and why they 
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produced positive outcomes. These character strengths provided the specific information 
as to how those strengths occurred in the leadership of each social entrepreneur and took 
into consideration the context in which they occurred. Throughout the study, the virtues 
and character strengths were continually examined as an ongoing process, as data was 
analyzed when in it was gathered, allowing for analysis to be continually done throughout 
the course of the project. 
Fifth, character strengths were identified across the selection of those leaders 
interviewed. This is helpful in the reporting stage, and allow for similarities and 
differences to be noted (Chell 1998, 69; Butterflied et al. 2005, 480). These general 
behaviors served to understand the important character strengths that occur across the 
categories and subcategories.  
Finally, the results of the data collection and analysis were interpreted and 
reported. This section not only highlighted the findings of the data, but also discussed the 
limitations of what was discovered (Flanagan 1954, 68). The values of the findings were 
given, with those findings being helpful in understanding the role that a leader’s character 
strengths played in the growth and development of their organization. 
Delimitations 
	
In order to maintain the focus of this study, there were deliberate boundaries in 
reference to the subjects for this study. First, this study focused on social entrepreneurial 
organizations that had as their focus social change and not organizations that just had a 
socially responsible mission, such as those who would identify a double or triple bottom 
line. Second, this study focused on leaders of social entrepreneurial organizations that are 
distinctly Christian, and who understood their purpose as missiological. Third, this study 
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focused on social entrepreneurs that are based in the United States, but that may operate 
internationally.  
Limitations 
	
This study focused particularly on Christian social entrepreneurs that were 
developing organizational capacity for their mission of social change, and therefore the 
results are not generalizable to all social entrepreneurs or to all missiological leaders. The 
results, however, are generalizable among Christian entrepreneurs that see their mission 
as social change as an outcome of their work.  
 Also, since the leaders to be studied are based within the United States, the results 
were not generalizable to those leaders of organizations that have been started or operate 
entirely in other parts of the world. This is not to say that the study would not provide 
value to these leaders, but rather has the understanding that the context of the study limits 
its ability to be generalized to leaders of organizations that are not based in the United 
States.  
Ethical Considerations 
	
This project was conducted in accordance with the ethical requirements, 
guidelines and procedures required by the Internal Review Board of Asbury Theological 
Seminary. This includes the following:  
1. Each participant in this study was given detailed information about the project and 
a consent form to sign informing them of the ethical treatment of information and privacy 
observed before they were interviewed. 
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2. Participants were informed that their participation was voluntary, and the that they 
could choose not to answer any question at any time, or withdraw their participation at 
any time. 
3. Participants were encouraged to ask any questions about the study, and informed 
that this was their right.  
4. All data obtained through interviews was kept on a secure external hard drive, 
which was locked in a filing cabinet to protect the privacy of the information. 
5. I was the only one to have access to the interview data. 
Organization of the Study 
	
This study is composed of six chapters. Chapter one details the reasons for the 
background of the study, its significance, and the key features of the research design, 
Chapter two provides a review of the past and current literature that surrounds the core 
questions. Chapter three discusses the theoretical framework that is used in gathering and 
analyzing the data. Chapter four presents the results of the data collections and analysis 
from each social entrepreneur, detailing the background of the leader and organizations, 
critical incidents, and analysis of virtues and character strengths present in each incident. 
Chapter five provides a discussion of the results, individually and comparatively. Chapter 
six provides a concluding discussion of the study, with recommendations for further 
study, as well as the implications for the missiological implications for the academy and 
church. At the conclusion of the study, relevant appendices and charts are included.  
Summary of the Chapter 
	
    This chapter has provided the foundation for the study by presenting an 
autobiographical background for the interest in the research questions. It then moved to 
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the research questions themselves, assumptions, and the significance of the study. The 
chapter concluded by identifying the key components of the research design, including 
data collection and analysis plans. 
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CHAPTER 2 
LITERATURE REVIEW 
	
Overview of the Chapter 
	
The research questions that this project sought to address covered several 
intersecting areas. The literature of these areas was a continual conversation partner with 
the study, interviews, and data analysis. In this chapter, a review of the literature is given 
in order to provide a basis for this conversation.  
First, since Christian social entrepreneurship is the application of social justice 
and falls within the Christian tradition of social justice ministry, a review of social justice 
in biblical and missiological church history is given as a foundation for understanding the 
role and place of social entrepreneurship through a theological lens. Second, studies on 
character strengths in leadership is reviewed, showing its influence in current 
understandings of the role of character in leadership. After this, the literature of social 
entrepreneurship is reviewed, and its importance to understanding the basis of the 
research questions, is presented. Strength based models and the findings about their 
positive impact, and foundation of Positive Organizational Scholarship are presented. 
Next, the literature on virtue based ethics is given, with its importance to both Christian 
leadership followed by a review of the literature and theoretical basis of Positive 
Organizational Scholarship. Finally, the literature on Christian leadership, and its 
relationship to Christian social entrepreneurship and character strengths is presented. 
Social Justice in The Bible and Missiological Church History 
	
Christian social entrepreneurs, those who seek to address social problems in 
response to God’s call to mission, have a long history in missiological thought, if not in 
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name. Social entrepreneurship itself is concerned with issues of social justice, and 
addressing the problems of those who are suffering in situations such as poverty, 
equality, political instability, and homelessness. Christian social entrepreneurship 
approaches these issue through a lens of social justice, but with an understanding of 
God’s justice and God’s mission to those who are suffering. Therefore, any concept of 
Christian social entrepreneurship and social justice will be firmly grounded in biblical, 
theological, historical, and missiological understandings of God’s mission to the world. 
From the very beginning of the history of the people of God in the biblical 
witness, there has been a concern not only for individual salvation and the reconciling of 
the individual to God, but also an understanding of the mission of God being to restore 
those elements in societies that have been corrupted by evil, and in turn, have been part of 
the evil committed against human beings. According to Brueggemann, “The tricky 
demand in all this is that the bible never settles for a morality that deals simply with 
individuals. It always asks about social structures, about government and law and social 
policy, about institutions that can cause exoduses or prevent them” (71). 
The moral actions of Christians, as the instruments of God’s mission, are essential 
to this mission. From creation onward, the actions of God in history have shown God to 
be invested in the flourishing of humanity in all aspects (Forell and Childs 2012, 2). The 
narrative of scripture is not just a spiritual story, but a story that also addresses the needs 
of people in the material world (Myers 2011, 81). 
Social Justice in the Old Testament 
	
The concepts of social justice, translated from the Hebrew words mishpat and 
tsedeqah, occur repeated times in the Old Testament. The Hebrew word mishpat, 
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translated as justice, occurs 419 times, while tsedeqah, translated as righteousness, occurs 
157 times in the Old Testament (McCracken 2014, Kindle Locations 158-162). While at 
times these refer to judicial proceedings, more often they refer to loving-kindness and 
mercy, particularly towards those who are destitute or oppressed. Likewise, the situations 
that cause exploitation or caused by the action of one human being toward another is of 
concern to God (Weinfeld 1995, 6). 
Justice and righteousness are described as being characteristics of God, and God’s 
action towards humanity. This is the concept of the ancient near east, which view justice 
and righteousness as responsibilities of the king (Weinfeld 1995, 45). God loves 
righteousness and justice (Psalm 33:5; Jer. 9:24; Is. 30:19). God acts on behalf of not 
only orphans and widows, but also strangers (Deut. 10:17-19; Psalm 10:17-18). 
Messianic prophecies also pointed toward the one to come as one who would bring and 
do justice (Jer. 33:15; Is. 42:3). 
Justice is not seen just as right and fair treatment of others; justice is the liberation 
of the individual. The formational event in the history of Israel is told in the pages of 
Exodus. The liberations of the Israelites from Egyptian oppression and slavery pointed 
not only to the creation of a nation of God’s people. This liberation was a reflection of 
God’s relationship to humanity. In the ancient near east, the liberation of the individual 
signaled a return of that person to God (Weinfeld 1995, 16). Therefore, liberation, as a 
part of the understanding of justice, is the act of God reconciling the world to God’s self. 
The people of the covenant are to pursue justice, with the consequences being that 
they would live and occupy the land (Deut. 16:20). Followers are told to give justice to 
weak and needy (Psalm 82:3-4).  They are also not to pervert or deprive justice towards 
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the poor (Exodus 23:6-7; Deut. 24:17, 27:19;). They are to work on behalf of the 
oppressed, orphans and widows (Is. 1:7). In this way, the establishment of Israel and the 
ways in which the people acted and treated one another were to be a witness to the rest of 
the world, showing God’s justice through the Israelite nation. 
Social Justice in the New Testament 
	
The issue of social justice is also central issue in the New Testament (McCracken 
2014, Kindle Locations 169-172). In the New Testament, we see the announcement of 
Jesus’ mission in Luke 4:16-21: 
When he came to Nazareth, where he had been brought up, he went to the 
synagogue on the sabbath day, as was his custom. He stood up to read, and the 
scroll of the prophet Isaiah was given to him. He unrolled the scroll and found the 
place where it was written: 
“The Spirit of the Lord is upon me, 
because he has anointed me 
to bring good news to the poor. 
He has sent me to proclaim release to the captives 
and recovery of sight to the blind, 
to let the oppressed go free, 
to proclaim the year of the Lord’s favor.” 
And he rolled up the scroll, gave it back to the attendant, and sat down. The eyes 
of all in the synagogue were fixed on him. Then he began to say to them, “Today 
this scripture has been fulfilled in your hearing.” (NRSV) 
 
It is clear within the context that Jesus is referring to physical needs, material problems, 
and pain caused from outside of individuals (Sider 2005, 47). 
In the Gospel of Matthew, the social vision of Jesus is seen in the Sermon on the 
Mount, one of the most important ethical discourses in the New Testament. In the first 
section of the beatitudes, in Matthew 5: 3-10, give a particular social vision of the New 
Testament. In verses 3-6, the action of God in the coming kingdom for the poor and 
oppressed (Nardoni 2004, p. 219): 
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Happy are people who are hopeless, because the kingdom of heaven is theirs. 
Happy are people who grieve, because they will be made glad.\ 
Happy are people who are humble, because they will inherit the earth. 
Happy are people who are hungry and thirsty for righteousness, because they will 
be fed until they are full. 
 
In verses 7-10, the rewards of those who enact social justice in the present are shown (p. 
219): 
Happy are people who show mercy, because they will receive mercy. 
Happy are people who have pure hearts, because they will see God. 
Happy are people who make peace, because they will be called God’s children.  
Happy are people whose lives are harassed because they are righteous, because 
the kingdom of heaven is theirs. 
 
This part of the speech sets the stage for the rest of the actions and teaching of Jesus in 
the Sermon on the Mount, as well as the rest of Matthew’s account of Jesus and the other 
gospels. 
Within the early church, we see this same type of mission continuing. From the 
recording of the seven chosen to administer resources and looks after widows in the book 
of Acts to the admonitions of the early church fathers on ministry to the poor and 
marginalized, Christians have continued to be involved in issues of personal and social 
care and development as mission (Miles and Villiers 2010, 149).  The authority that Jesus 
bestows upon his disciples is for the service of others and their good (Nardoni 2004, 
208).  
The word used within the New Testament for the justice or righteousness of God, 
dikaiosune, occurs within the text 91 times. The apostle Paul begins his letter to the 
Romans elucidating this (1:17), connecting God’s saving work as a work of God’s justice 
throughout the letter. God’s justice, in commitment to God’s own promises, comes as 
God’s grace. The outcome is that God’s people, as recipients of God’s grace, also are sent 
out as agents of God’s justice in the world (Nardoni 2004, 267).  
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The book of Revelation looks toward a time in which justice is done, in the form 
of a new heaven and a new earth, which represents the concept of shalom, or complete 
healing (Hoang and Johnson, 2015, 175-176). In it, the author looks, and asks, for God’s 
justice on the earth (Fiorenza 1998, 198). The reader encounters a world that, while is 
oppressive to Christian disciples, will be replaced by a new one in which justice is given 
to the poor and oppressed (Howard-Brook and Gwyther 2005, 143).  
Social Justice in Missiological Church History 
	
Throughout church history we see the same kind of concern and social 
engagement in mission activity. The idea that social transformation and outreach 
addressing physical, mental and practical needs was separate from other missiological 
concerns such as evangelism did not occur for the majority of church history, but rather 
has been a product of 19th and 20th century thought in the West (Smither 2014, 149; 
Goheen 2014, Kindle Locations 3731-3732).  
One reason for this turning away from social concern, often referred to as the 
“Great Reversal,” was the advent of fundamentalism and dispensationalism, where the 
kingdom of God was viewed primarily as a future reality, with the present being 
concerned with spiritual preparation and renewal of the heart rather than with social 
concern. A second reason was the turn toward individualism, where sin was considered to 
be personal and inward, with little or no thought of the sinful or evil nature of societal 
structures or political realities. In addition, evangelicalism reacted to the rise of the Social 
Gospel movement negatively, seeing it as a betrayal of the gospel and evangelical 
commitments (Goheen 2014, Kindle Locations 3744-3757). 
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During the mid 20th century, the understanding of social ministry as mission 
began to change. One of the driving forces behind this was the publication of Carl F. H. 
Henry’s The Uneasy Consciousness of Modern Fundamentalism, in which he concluded 
that, “There is no room…for a gospel that is indifferent to the needs of the total man nor 
of the global man” (Bosch 1991, 404).  This was followed later by the reflection of John 
Stott, who, after the Lausanne conference in Berlin in 1966, concluded that an 
understanding of the Great Commission should also include social responsibility (405).  
In addition, the climate of the 1960s moved churches and church leaders to think 
about pressing cultural issues, such as war, racism, environmentalism, and economic 
justice. Books such as Where in the World? Changing Forms of the Church’s Witness 
(1963) and What in the World? (1964) by Colin W. Williams, two studies of the World 
Council of Church’s Western European Working Group and North American Working 
Group, The Church for Others and the Church for the World (1967), as well as emerging 
works produced by third world theologians challenged verbal proclamation centered 
evangelism, and highlighted the social dimension of the gospel (Bergquist, 65). 
More publications followed, showing the rising interest and necessity of the 
understanding of social justice ministries. David Moberg in his The Great Reversal: 
Evangelism vs. Social Concern (1979) and Jim Wallis in Agenda for Biblical People 
(1976) both challenged Evangelical understandings of mission. In their view, 
Evangelicalism had strayed from its own history by turning towards an individualistic 
understanding of mission and away from a holistic view, ignoring the sins and evils of 
systemic and social injustice Others added to these, such as Alan Walker in The New 
Evangelism (1975).  C. Rene Padilla, in The New Face of Evangelicalism (1976), 
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William J. Richardson in Social Action vs. Evangelism (1977) and Richard Quebedeaux 
in The Worldly Evangelicals (1978) (Bergquist, 66). 
The influential missionary and theologian, after returning from India to Great 
Britain, also challenged the assumptions of those in the West concerning the missionary 
enterprise. According to Newbigin,  
It is a disastrous misunderstanding to think that we can enjoy salvation through 
Jesus Christ and at the same time regard action for justice in the world as a sort of 
optional extra— or even as an inferior substitute for the work of passing on the 
good news of salvation. Action for social justice is salvation in action. Of course, 
it is true that no action of ours can do more than produce a little more justice in 
the world. (Newbigin 1977, 109). 
 
In later years, Newbigin again challenged these assumptions:  
It is notorious that the times and places from which successful evangelistic 
campaigns and mass conversions have been reported have often been marked by 
flagrant evils such as racism, militant sectarianism, and blind support of 
oppressive economic and political systems. How are we to evaluate a form of 
evangelism that produces baptized, communicant, Bible-reading, and zealous 
Christians who are committed to church growth but uncommitted to radical 
obedience to the plain teaching of the Bible on the issue of human dignity and 
social justice? And how can we defend a form of evangelism that has nothing to 
say about the big issues of public righteousness and talks only of questions of 
personal and domestic behaviour? (Newbigin 1995, 135). 
 
In 1983, larger groups began to gather in order to discuss and debate these very 
issues. In a consultation by the World Economic Forum at Wheaton entitled “The Church 
in Response to Human Need” produced a statement saying that, 
Evil is not only in the human heart but also in social structures…The mission of 
the church includes both the proclamations of the Gospel and the demonstration. 
We must therefore evangelize, respond to immediate human needs, and press for 
social transformation. (Bosch 1990, 407). 
 
These statements and consultations made strides in legitimizing the role of social 
transformation as mission, and paved the way for future understandings of mission. 
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Reflection on this continued, and began to receive more attention due to working 
groups and discussions at the meetings of the Lausanne Committee for World 
Evangelization. The Radical Discipleship group at Lausanne declared that, 
“There is no biblical dichotomy between the word spoken and the word made 
visible in the lives of God’s people. Men will look as they listen and what they 
see must be one with what they hear. . . We must repudiate as demonic the 
attempt to drive a wedge between evangelism and social action.”  (Goheen 2014, 
Kindle Locations 8393-8394). 
 
This, and other conversations, began to show a move back towards an understanding of 
the social justice ministries of the church as legitimate missional activity. 
At a meeting of the Lausanne Committee for World Evangelization in Pattaya, 
Thailand, from September 29 to October 5, 2004, entitled “A New Vision, a New Heart, a 
Renewed Call,” the Holistic Mission group produced the Lausanne Occasional Paper 
(LOP) No.33 that addressed the need for a new understanding of mission. According to 
C. René Padilla, 
The reduction of the Christian mission to the oral communication of a message of 
otherworldly salvation grows out of a misunderstanding of God’s purpose and of 
the nature of human beings. It is assumed that God wants to “save souls” rather 
than “to reconcile to himself all things, whether things on earth or things in 
heaven” (Colossians 1:20) and that the human being only needs to be reconciled 
to God rather than to experience fullness of life. In the final analysis, this is a 
reduction related to ideas taken from Greek philosophy, not from scripture. 
Mission is faithful to scripture only to the extent to which it is holistic. In other 
words, it is faithful when it crosses frontiers (not just geographic but also cultural, 
racial, economic, social, political, etc.) with the intention of transforming human 
life in all its dimensions, according to God’s purpose and of enabling human 
beings to enjoy the abundant life that God wants to give to them and that Jesus 
Christ came to share with them. The mission of the church is multifaceted because 
it depends on the mission of God, which includes the whole of creation and the 
totality of human life. (Padilla, 2005). 
 
This statement continued the conversation about the roles that social entrepreneurship 
and social transformation had in mission. 
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At the present, social entrepreneurship and similar missiological endeavors are 
addressing systemic social problems and offering solutions in new ways, and beginning 
to be taken seriously as missiological strategies and concerns. Schools of missiology have 
begun to teach social entrepreneurship and international development as courses of 
studies. Organizations such as Praxis, an organizational that helps in helps in the training 
and support of Christian entrepreneurs in both the social and private sectors for the 
purpose of cultural and social change, and the Q Conference, gatherings to discuss ideas 
and strategies for cultural renewal and redemption by Christians, have arisen to meet both 
the desires and interest of Christians who see mission as not just verbal proclamation of 
the gospel, but as including the addressing of social problems as part of the mission of 
God. Many of these programs and curriculum have focused on skills and analysis, but not 
on character strengths, virtues or ethical values and the ways in which these contribute to 
a distinctly Christian entrepreneurial organization, leaving a gap in the research.  
Social entrepreneurship has become a theologically and strategically important 
avenue for new forms of mission. While rising in importance, there is still the need to 
engage in studies to understand the entrepreneurs themselves. While skills are readily 
identified, there is still a need to understand the internal character of these faith-based and 
missiologically driven leaders in order that the mission of God can expand in and through 
new leaders. In particular, there is a need to understand the character strengths and virtues 
that enable entrepreneurs to be able to successfully start, sustain, and grown organizations 
that are missionally effective. As this project looks at social entrepreneurs that are 
distinctly Christian, character and virtue become more important, not just in 
organizational effectiveness, but also in Christian witness both inside and outside of the 
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organization. This type of study can provide needed information to undergraduate and 
graduate schools, denominational and judicatory leaders, and entrepreneurs who are in 
need of help in understanding their roles and opportunities in God’s mission, and can be 
valuable in developing, mentoring, and enabling future social entrepreneurs to start 
missionally effective organizations. 
Character Strengths in Leadership 
	
The literature on the questions on the role of character strengths and virtues has 
increased in the recent years. There are five main areas that serve to understand the 
development and current research relevant to this study. First, the research of social 
entrepreneurs in relation to definition and characteristics of the social entrepreneur will 
be examined. Second, the development of strength-based models is examined as a 
starting point. Third, virtue based leadership theories serve as the foundation of the 
development of research of character strengths in leadership. Fourth, the contributions of 
positive psychology and positive organizational scholarship in bridging and combining 
both strength-based models and virtues will be reviewed. Finally, this will be situated in 
the literature of Christian leadership studies. 
Social Entrepreneurship 
	
Defining social entrepreneurship, and the social entrepreneur, has been an issue of 
continuing debate, among researchers and practitioners. In a 2010 article in the Academy 
of Management Perspectives, Dacin, Dacin, and Matear identified 37 different definitions 
(pp. 39-41). One of the reasons for the lack of a standard definition is that definitions 
have been heavily focused on the concept of social entrepreneurship (Dacin, Dacin, and 
Matear 2010, 38). Practitioners are thought to be doers rather than thinkers, although this 
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view is changing (Roger and Osberg 2015, Kindle Locations 201-203). At times, social 
entrepreneurship is more easily identified when seen, rather than defined (Keohane 2012, 
9). 
Despite this debate, many have offered definitions in order to understand the 
character of social entrepreneurship and social entrepreneurs, although at times these 
insights have been in general and focused on skills. It has been identified as a process to 
create or change institutions to address solving social problems (Bornstein and Davis 
2010, Kindle Locations 205-207), as motivated by social benefits while working with 
market forces (Brooks 2008, 15), and instituting social changes that are systemic 
(Keohane 2012, 12). The phenomenon has been identified as Gregory Dees (2001), has 
offered a well-known and used set of the characteristics identifying social 
entrepreneurship, and social entrepreneurs, as those who engage in:  
• Adopting a mission to create and sustain social value (not just private value),  
• Recognizing and relentlessly pursuing new opportunities to serve that mission,  
• Engaging in a process of continuous innovation, adaptation, and learning,  
• Acting boldly without being limited by resources currently in hand, and  
• Exhibiting a heightened sense of accountability to the constituencies served and 
for  
the outcomes created. (5) 
One of the clear elements that does exist is the idea that social entrepreneurship is 
built on the foundation of entrepreneurship, reconceived in new ways (Bornstein and 
Davis 2010, Kindle Locations 217-218).  The origin of the term “entrepreneur” comes 
from the 17th and 18th centuries French economics, with Jean Baptiste Say as the one 
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who is thought to have begun its use. The word originally referred to one who 
“undertakes” a significant project, and later became the identifying term for one who 
stimulated economic activity by developing new methods of doing things (Dees 1998, 2). 
Joseph Schumpeter identified this kind of activity as one that would start a cycle of 
iteration by others, with the entrepreneur’s ideas and activities being improved and 
displacing other competitors in what he termed as “creative destruction” (Schumpeter 
1975, 82– 85).   
A second identifying mark of social entrepreneurship is that social change and 
social mission are explicitly central to the work (Dees 1998, 3). This requires constantly 
looking for new avenues of fulfilling the mission, and the assuming of risk (Brinckerhoff 
2000, Kindle Locations 96-100). This risk for social change has caused Elkington and 
Hartigan to refer to social entrepreneurs as “unreasonable,” quoting playwright George 
Bernard Shaw, since the unreasonable person is the one seeks to adapt the world to 
themselves and their mission (Elkington and Hartigan 2008, Kindle Locations 97-100).  
As mentioned, much of the research on social entrepreneurs has focused on the 
skills, many times though narratives (Bornstein 2007, xx). These narratives have been 
helpful in identifying some of the characteristics of social entrepreneurs. Through a 
review of the literature, Samu Abu-Saifan (2012) identified nine characteristics specific 
to entrepreneurs: 
• Mission leader 
• Emotionally charged 
• Change agent 
• Opinion leader 
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• Social value creator 
• Socially alert 
• Manager 
• Visionary 
• Highly accountable (25) 
Vasakaria, through a review of the literature on social entrepreneurs, has 
identified other characteristics: 
• The risk-taking abilities—by living on the edge and moving towards the ledge;  
• Optimism by focusing on possibilities rather than present realities;  
• A drive to succeed come what may; 
• Creativeness, thereby working better in flexible environments;  
• Self-confidence, urgency and looking for challenges;  
• Querying, i.e., asking more questions—both to people and systems; 
• Dissatisfaction with what they were involved in (in the past); 
• They generally have a strong family support system;  
• Role models are important to their development. (34) 
These characteristics tend to be in general terms, and can be applied to various 
types of leaders, entrepreneurs, and social value creators. This, however, is standard for 
the field, with much research defining different sets of characteristics, making it difficult 
to identify specific characteristics of social entrepreneurs that are replicated across 
various organizations. 
Within Christian missiology, the role and functions of social entrepreneurs has 
gained increased attention (Graves, Blanchard, and Kwan 2013, 1-4). Although this 
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activity has become more common with the growing concern with holistic mission 
(Woolnough and Ma, 2011, 1-7), this work has not traditionally used the vocabulary of 
social entrepreneurship. It has been characterized as transformation (Tizon, 2008, 5-10), 
faith-based initiatives (Sider 2005, 13) or other social-related terms.  
This understanding of social entrepreneurship and the role of social entrepreneurs 
has begun to grow in both its terminology, as well as its emphasis as ways in which the 
mission of God can be expanded in the world (Lyons 2010, 5). Advocates of Christians 
becoming more involved with social entrepreneurship have become more common in 
popular literature (Sherman 2011, Kindle Location 161). This emphasis has focused on 
the work and practice of social entrepreneurship, but has lacked in analysis of the 
character and virtue of the social entrepreneur. 
Strength-Based Models 
	
Strength-based models developed within the helping professions, of psychology 
social work. The dominant paradigm called for a diagnosis of deficiencies, focusing on 
solutions to the problems that people faced. This continued until the mid to late 20th 
century, when researchers and practitioners began to question the effectiveness of solely 
focusing on these types of deficiencies. According to Saleebey (1996): 
The impetus, in part, for the evolution of a more strength based review of 
practice, comes from the awareness that our culture and the helping professions 
are saturated with an approach to understanding the human condition obsessed 
with individual, family, and community pathology, deficit, problem, abnormality, 
victimization, and disorder. (1). 
 
This is a sentiment that would later be echoed by Martin Seligman in his own published 
studies (Peterson 2006, 4). 
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Bertha Reynolds, in her book Social Work and Social Living (1951), was one of 
the first to critique the traditional model of casework, and argued for a strength-based 
model (Kaplan 2002, 403-404). As early as 1958, the Committee on Social Work Practice 
began to advocate the practice of looking at positive elements of people and groups in 
order to address the potential of those people in addressing problems (Rapp 1997, 5). 
Others began to suggest the same approach, and warned against the danger of ignoring 
strengths (Rapp 1997, 6). These insights would begin to cross over into other disciplines. 
In the late 1980’s, organizational studies began to utilize an approach focused on 
strengths. Appreciative Inquiry developed as an organizational development and 
leadership change strategy using a strength-based approach (Cooperrider & Srivastva 
1987, 130; Whitney, Trosten-Bloom, and Rader 2010, 1-2). Other researchers also began 
to develop strength-based ideas and models in organizations (Buckingham and Coffman, 
1999, 49). This led to the development of assessments to gauge the strengths of managers 
and employees in organizations (Rath 2007, 1-8; Rath and Conchie 2009, 10-11). 
Virtue-Based Ethics in Leadership 
	
The interest in ethics, and in particular character, virtues, and the relationship 
between those and leadership has been active since the time of the earliest Greek 
philosophers. Ethics has always had a place within leadership studies, from being the 
center of transformational leadership (Burns 1978, p.73) to the role of values in adaptive 
leadership (Heifetz 1994, 250). Others have focused on the ethics of focusing attention on 
others (DePree 1989, 22; Block 51-52; Kouzes and Posner 1995, 241-243) or serving 
others (Greenleaf 1970, 21). However, ethics has often been a part, rather than the major 
focus, of these theories, looking at actions rather than the character of the person. 
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Virtue based ethical theories in leadership have become more popular, focusing 
attention on the heart and actions of the person. The belief is that the goal is for a person 
to develop into a good human being, and that virtue can be gained and increased over 
time through habituation (Northouse 2015, 359). Virtuous character leads to positive 
performance as leaders in organizations, and therefore positive organizational outcomes 
(Rego, Cunha and Clegg 2012, Kindle Location 238). 
In recent years, more attention has been given specifically to the role that 
character strengths play in leadership by contemporary leadership and organizational 
theorists, utilizing virtue theories as a way to understand the role of character strengths 
(Kiel 2015, 12-15). This also has crossed over into the interaction between virtue and 
spirituality. According to Banks, Ledbetter, and Greenhalgh, 
Until recently there was little interest in the spiritual dimension in leadership 
literature in general. This dimension was bracketed out by the largely value-free 
approach that dominated studies in many fields from the late nineteenth century 
through much of the twentieth century. Consideration of the ethical dimension of 
leadership was also affected by this approach. Over the past few decades, 
however, the growing interest in the spiritual dimension of life has opened up 
discussion of it in relation to work and leadership, and this can easily be found in 
the leadership literature. (Kindle Locations 1300-1304).  
 
Studies have shown that these strengths allow for the greatest potential for success 
(Clifton and Harter 2003, 111). As strengths are based on those abilities that bring the 
most satisfaction in life, they contribute to a person’s ability to work better, develop 
resiliency, and add to the overall health of a person (Park, Peterson and Seligman 2004, 
607). While much of this research originally focused on the Western world, it has now 
also translated into studies in leadership and organization development globally. Studies 
have emerged on the role of character strengths in multinational companies (Rego, Cunha 
and Clegg 2012, Kindle Location, 227; Peterson and Park 2006, 1151).  
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Positive Organizational Scholarship 
	
Much of the current research on character strengths has come from the field of 
Positive Organizational Scholarship, which came to prominence in 2003, after the 
publication of Positive Organizational Scholarship: Foundations of a New Discipline, 
edited by Kim S. Cameron, Jane E. Dutton, and Robert E. Quinn. In that volume, these 
authors state that Positive Organizational Scholarship (POS) is concerned with 
understanding the best approaches to, and the best of, the human condition (4). While not 
being a concrete definition, this did set the stage for a new approach to organizational 
studies that would continue to be developed in the decade to come. More recently, a more 
mature definition has been offered: 
“Positive organizational scholarship rigorously seeks to understand what 
represents the best of the human condition based on scholarly research and theory. 
Just as positive psychology focuses on exploring optimal individual psychological 
states rather than pathological ones, organizational scholarship focuses attention 
on the generative dynamics in organizations that lead to the development of 
human strength, foster resiliency in employees, enable healing and restoration, 
and cultivate extraordinary individual and organizational performance. POS 
emphasizes what elevates individuals and organizations (in addition to what 
challenges them), what goes right in organizations (in addition to what goes 
wrong), what is life-giving (in addition to what is problematic or life-depleting), 
what is experienced as good (in addition to what is objectionable), and what is 
inspiring (in addition to what is difficult or arduous). While note ignoring 
dysfunctional or typical patterns of behavior, examines the enablers, motivations, 
and effects associated with remarkably positive phenomena—how they are 
facilitated, why they work, how they can be identified, and how organizations can 
capitalize on them.”  (Cameron and Spreitzer 2013, pg. 1).  
 
While not being based one theory, Positive Organizational Scholarship offers an 
approach to studying organizations and those within those organizations. POS  
…focuses on positive processes and states that occur in association with 
organizational contexts. It examines positive phenomena within organizations as 
well as positive organizational contexts themselves. POS draws from the full 
spectrum of organizational theories to understand, explain, and predict the 
occurrence, causes, and consequences of positivity. POS expands the boundaries 
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of these theories to make visible positive states, positive processes, and positive 
relationships that are typically ignored within organizational. (Kim S. Cameron, 
Jane E. Dutton, and Robert E. Quinn 2003, Kindle Locations 63-67) 
 
Cameron and Spreitzer have identified four emphases that POS offers to 
organizational research. First, POS can offer an alternative lens to traditional 
organizational research through which organizations can be studied (2). Second, POS 
offers the opportunity to focus on positive deviant performance, which showcases 
extraordinary outcomes and performance. Third, a positive lens has a bias that affirms 
and helps to create resourcefulness in organizations, with the assumption that capacities 
of both people and organizations can be discovered, developed and broadened. Finally, 
Positive Organizational Scholarship assumes that there is within human beings and 
human systems the desire to attain the highest aspirations possible, which is best 
examined through the study of virtuousness, or the best possible for human beings (2-3).  
The perspective that POS brings in focusing on the “goodness” of human beings 
includes three areas. First, it includes attention to those capabilities, methods, and 
processes that enable people and organizations to operate in a positive state. Second, it 
encompasses motivations, such as selflessness, altruism, character, and virtues. Finally, 
the POS perspective includes those outcomes that can be viewed as positive and 
affirming, such as meaningfulness in work, quality relationships, and vitality (4). 
While Positive Organizational Scholarship has only come to prominence within 
the last decade, the historical building block can possibly be seen as far back as a century 
ago. In 1902, William James wrote on what he called “healthy mindedness,” followed 
later by Allport’s interest in the positive aspects of human beings in 1959, and Maslow’s 
concept of the need for the study of healthy people rather than sick people in 1968 all 
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provided the beginnings of Positive Organizational Scholarship from a psychological 
perspective (Cameron and Spreitzer 2013, 4-5). In more recent history, the study of well-
being and happiness by Diener in 1984 began to show the increasing interest in these 
subjects (Cameron and Spreitzer 2013, 4-5).  
In addition, the field of organizational development has contributed to POS also 
in a foundational way. McGregor, in 1960, and Bennis, in 1969, began publishing 
concerning the human side of work with an optimistic view of human work. Later, the 
introduction of appreciative inquiry in 1987 by Cooperrider and Srivastva began to show 
clearly the concepts of positive work, motivations, and abilities as ways in which 
organizations, and those operating within organizations, could improve and develop 
(Cameron, and Spreitzer 1987, 4-5). Therefore, it can be seen that Positive Organizational 
Scholarship is not a new development, but rather an evolution and continuation of 
concepts and questions that have been asked in previous generations (5).  
The recent beginning of Positive Organizational Scholarship can be seen in the 
development of positive psychology, one of the main areas of research that POS draws 
upon. Martin Seligman, in his role as president of the American Psychological 
Association, began to speak and write on his realization that, since World War II, 
psychological research and practice had focused predominately on the remedies to solve 
human problems (Peterson 206, 4-5). The issue for Seligman was that this approach 
focused on the “wrongness” of human beings and what was lacking in people. This 
approached viewed human beings as flawed, fragile, and focused on the negative aspects 
of being human. Seligman began to advocate a research agenda and practice that gave 
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equal time and attention to the positive aspects and strengths of human beings as a 
remedy (Cameron, Dutton, and Quinn 2003, Kindle Locations 83-86). 
This research agenda gave way to a new understanding of virtue and character 
strengths. Recognizing the importance of character and virtue in people, Peterson and 
Seligman (2004) focused on: 
…heightened societal concern about good character (Hunter, 2000). After a 
detour through the hedonism of the 1960s, the narcissism of the 1970s, the 
materialism of the 1980s, and the apathy of the 1990s, most everyone today seems 
to believe that character is important after all and that the United States is facing a 
character crisis on many fronts, from the playground to the classroom to the sports 
arena to the Hollywood screen to business corporations to politics. According to a 
1999 survey by Public Agenda, adults in the United States cited “not learning 
values” as the most important problem facing today’s youth. Notably, in the 
public’s view, drugs and violence trailed the absence of character as pressing 
problems. (Kindle Locations 204-209).  
 
This focus on character strengths and virtues that produced flourishing in people, 
allowing for “positive deviance,” addressed the deficiency in studies that did not take 
these subjects as a serious course of research and were not valued as factors in leadership, 
work, or organizational performance (Cameron and Spreitzer, Gretchen M, 2013, 4). 
According to Peterson and Seligman, character strengths and virtue are indeed a factor, 
and should be given an equal, if not central, role in understanding human performance 
(Peterson and Seiliman 2004, Kindle Locations 358-361).   
 The research of Peterson and Seligman led to others within Positive 
Organizational Scholarship studies to look towards character and virtue. Cameron 
developed his concept of Positive Leadership, focusing on leadership practices that 
“positively deviant performance, foster an affirmative orientation in organizations, and 
engender a focus on virtuousness and the best of the human condition” (Cameron 2012, 
Kindle Locations 139-141). This has been followed by a volume edited by Jane Dutton 
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and Gretchen Spreitzer (2014), featuring essays on positive leadership topics such as job 
crafting, positive leadership identity, and creating opportunity from crises (vii-viii). Other 
emerging writings on character strengths in leadership have appeared from Gladis (2013) 
and Greenberg and Maymin (2013), as well as an earlier volume edited by Manz, 
Cameron, Manz, and Marx (2007). 
While Positive Organizational Scholarship (POS) has emerged as a new discipline 
and attracted researchers and advocates, it has not been without questions concerning its 
basis. One of the most often cited criticisms of POS is that it ignores the negative 
phenomena present in organizations (Cameron and Spreitzer 2012, 7). Barbara Kellerman 
has made the observation that to ignore negative leadership is confusing, misleading, and 
is a disservice (12). Schilling and Schyns point to a growing literature of destructive 
leadership, but acknowledge that it pales in comparison to studies on good leadership 
(187).  Barbara Ehrenreich (147-175) has challenged the validity of positive psychology 
in general, and questions its ability to provide any help.  
Cameron and Spreitzer acknowledge these criticisms in their work on POS. They 
point to empirical research that shows the power of negative phenomena over positive, 
but also stress that when positive attributes are the focus of the organization, then those 
aspects will overpower the negative and lead to positive outcomes (Cameron and 
Spreitzer 2012, 8). They also point to POS research addressing negative circumstances, 
such as “positive identities in negative environments, organizational healing after trauma, 
and achieving virtuous outcomes in the face of trials” (8). 
While these criticisms raise valid questions, they do not invalidate the need for 
POS research. Positive characteristics, strengths and virtues can lead to beneficial 
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outcomes in organizations, particularly in overcoming obstacles. It is through this lens 
that POS offers the most benefit. As POS is still a relatively new discipline within 
organizational studies, more research will become available, that addresses these 
criticisms. An example is the recent publication of The Upside of Your Dark Side by 
Kashdan and Biswas-Diener (2014), both positive psychologists, which offers a more 
balanced lens through with positive research can be helpful. 
The question of whether Positive Organizational scholarship, and positive 
psychology, can address the darker aspects of organizational and human life is beginning 
to be addressed. The recent emergence of “Second Wave Positive Psychology” has begun 
to research and provide insight into these areas (Ivtzan, Lomas, Hefferon, Worth 2015, 
Kindle Locations 153-154). While the literature regarding resilience, suffering, and 
similar topics is emerging, its development has been slower and is currently in the 
beginning stages of being produced. 
Christian Leadership Studies 
	
Christian leadership studies have often focused on character and virtues of people 
in the context of the practice of faith. Banks and Ledbetter include a section on character 
and virtue in their review of leadership (155-186). Malphurs (2012) points to the 
importance of values in Christian leadership (12), as does Willimon (2000, 31-59). Much 
of the Christian leadership literature focuses primarily on biblical and theological virtues, 
and are more reflective in nature than based on theoretical models emerging from 
qualitative research. 
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Influential in Christian leadership studies has been Robert K. Greenleaf’s concept 
of servant leadership. Larry Spears has identified the following concepts of servant 
leadership that are present in Greenleaf’s writings: 
• listen to others and discern the will of a group,  
• have empathy with one’s fellow workers,  
• help make both others and oneself whole,  
• rely on persuasion rather than coercion and positional authority,  
• think and act beyond day-to-day realities,  
• hold in trust and be a good steward of an institution,  
• and build community among one’s colleagues and fellow workers. (Banks, 
Ledbetter, and Greenhalgh 2016, Kindle Locations 2646-2649).  
 
While this list is not comprehensive, it does show the main elements present. Greenleaf’s 
own Christian commitments show in his writings, and viewing servant leadership through 
that lens has resonated with many Christian leaders. 
Newer studies are emerging, such as McCall, Waters, and White’s comparison of 
Peterson and Seligman’s’ classification of character strengths and virtue with theological 
approaches to wisdom (2015). Others briefly interact with character strengths, virtues, 
and leadership in the context of theological reflection on the Christian life in dialogue 
with positive psychology (Kaczor 2015), and reflection on the classical virtues and 
theology (Charry 2010). While the classification developed by Peterson and Seligman is 
still rather new, more extensive research utilizing can be expected in Christian leadership. 
Chapter Summary 
 
This chapter identified and reviewed the relevant literature relating to the research 
questions and project. The Christian tradition of social justice ministry has been reviewed 
showing the biblical, theological, and historical basis of social entrepreneurship as a 
missiological activity of the Christianity. Leadership studies and proposals involving 
character strengths have shown how issues of character, spirituality, and ethics have 
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been, and will continue to be, an important theme in leadership studies. Social 
entrepreneurship literature shows that this is a phenomenon that is wide and multifaceted 
in approaches, as well as characteristics that define it. Strength based models and their 
relationship to Positive Organizational Scholarship have been reviewed showing 
strengths based models as an important foundation, and Positive Organizational 
Scholarship as a growing field of study in both leadership and organizational studies. The 
literature on virtue based ethics has been reviewed, with its history and contemporary 
studies. Finally, the current state of Christian leadership studies has been presented, and 
its relationship to this study of character strengths in Christian entrepreneurs and the 
relationship of those strengths to their organizations.   
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CHAPTER 3 
THEORETICAL FRAMEWORK 
	
Overview of the Chapter 
	
Chapter three describes the theoretical framework that is used in the study. Two 
theoretical frameworks are introduced as a basis for gathering and analyzing the data. 
First, the concepts of Positive Organizational Scholarship are introduced, with an 
emphasis on Peterson’s and Seligman’s Character Virtue Classification. Second, the 
principles of the Critical Incident Technique are presented, with an introduction to the 
way in which the data is gathered and analyzed within that framework.  
Positive Organizational Scholarship 
	
For this project, the foundational ideas of Positive Organization Scholarship are 
employed. Positive Organizational Scholarship is not a single theory, but rather focuses 
on strength based characteristics of individuals and organizations represented by terms 
such as virtuousness, resilience, excellence, and flourishing (Cameron, Dutton, and 
Quinn 2003, p.4). While not ignoring the negative aspects of individuals and 
organizations, Positive Organizational Scholarship is interested in positive states and 
dynamics that are ignored by traditional organizational studies (4-5). 
Positive Organizational Scholarship draws upon several other fields to inform its 
research. One prominent field that has contributed to Positive Organizational Scholarship 
is positive psychology. The ideas of positive psychology began to be developed in the 
late 1990’s and early 2000’s, starting with Martin Seligman’s speech as president of the 
American Psychological Association’s annual meeting in 1999 that researchers and 
practitioners should give equal emphasis to those positive aspects in treatments. Positive 
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psychology begins with the assumption that goodness and excellence are positive states 
that can be seen and developed in human beings, in response to the traditional 
psychological and therapeutic practices that focused on the fragilities, problems, and 
negative experiences provided by traditional psychology. Positive psychology focuses on 
three areas: 1) happiness, fulfillment, and pleasure that comes from positive experiences, 
2) character traits and talents that comprise positive individual traits, and 3) various 
organizations, such as businesses, communities, families, and schools that can be 
described as positive institutions (7). 
Appreciative Inquiry and Organizational Development are also influential in 
Positive Organizational Scholarship. These provide a way to look at the positive center of 
organizations and individuals, believing that these positive centers can be utilized and 
developed to help engage in positive energy and improvements throughout an 
organization (8). Much like positive psychology, these emphases and strengths and 
positive abilities are beneficial in conjunction with the other elements of Positive 
Organizational Scholarship. 
A third area that Positive Organizational Scholarship draws upon is prosocial and 
citizenship behavior research. This type of research looks at voluntary actions by people 
in organizations that benefits others. This type of behavior results in positive outcomes in 
organizations, and exceeds the normal expectations of organization members. This 
research has strengthened Positive Organizational Scholarship research on individuals 
and leadership development within organizations (8-9). 
Positive Organizational Scholarship is also heliotropic. This refers to the tendency 
within living systems to gravitate toward positive elements and characteristics, and away 
50	
	
from negative ones. Applied to leadership and organizations, this emphasis can show 
those positive actions, attitudes, and processes that produce positive outcomes and 
extraordinary performance (Cameron 2012, 14).  
Positive Organizational Scholarship serves as a generative lens through which 
human strengths, goodness, and excellence in actions can contribute to positive outcomes 
in organizations (10). This is particularly helpful when looking at organizations that have 
social change as their goal, as these types of organizations are interested in outcomes that 
are beneficial to society (Golden-Biddle and Dutton 2012, 5). The application of Positive 
Organizational Scholarship in studying leadership and organizations is still relatively 
new, and its application to organizations involved in social change in social change is still 
developing, making the use of Positive Organizational Scholarship a beneficial lens 
through which to study missional social entrepreneurial leaders. 
Peterson’s and Seligman’s Character Virtue Classification 
	
In the wake of the burgeoning fields of Positive Organizational Scholarship, 
positive psychology, and related areas of inquiry, one problem that researchers encounter 
was that there was no common vocabulary among those disciplines that allowed 
researchers to speak about strength-based character strengths (Peterson and Seligman 
2004, 5). Neal H. Mayerson and Martin Seligman, both psychologists and original 
researchers in positive psychology, saw the necessity of addressing this need. This 
resulted in a three-year effort led by Christopher Peterson at the newly created the Values 
In Action Institute, a nonprofit organization that gathered 55 scholars and practitioners to 
collaborate to create the tools for measuring character strengths, and resulted in the 2004 
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publication Character Strengths and Virtues: A Handbook and Classification (Polly and 
Britton 2015, Kindle Location 289). 
 Following the example of the Diagnostic and Statistical Manuel of Mental 
Disorders and the International Classification of Diseases, Peterson and Seligman 
provided a handbook and classification that focused on the strengths of character, looking 
at what is good and right in people (Peterson and Seligman 2004, 18-19). The focus of 
the classification is the study of positive individual traits, providing a common language 
and specifics of character across various groups in society (5). 
 The resulting research of Peterson and Seligman provides a classification that 
organizes and guides an understanding of human character strengths and virtues (6). 
Virtues are defined as core characteristics such as wisdom, courage, humanity, justice, 
temperance, and transcendence, which historically have been valued universally. 
Character strengths are defined as the psychological elements that that define virtues, and 
provide more specific subcategories (13). 
 In classifying character strengths, Peterson and Seligman used ten criteria, with 
the necessity of most of those criteria being fulfilled in order for a characteristic to be 
defined as a character strength (16). The criteria are: 
1. A strength contributes to various fulfillments that constitute the good life, for 
oneself and others (17). 
2. Although strengths can and do produce desirable outcomes, each strength is 
morally valued in its own right, even in the absence of obvious beneficial 
outcomes (19). 
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3. The display of a strength by one person does not diminish other people in the 
vicinity (21). 
4. Being able to phrase the “opposite” of a putative strength in a felicitous way 
counts against regarding it as a character strength (22). 
5. A strength need to be manifest in the range of an individual’s behavior – thoughts, 
feelings, and/or actions – in such a way that it can be assessed. It should be trait 
like in the sense of having a degree of generality across situations and stability 
across time (23). 
6. The strength is distinct from other positive traits in the classification and cannot 
be decomposed into them (24). 
7. A character strength is embodied in consensual paragons (24). 
8. Prodigies exist in respect to the strength, but this cannot be applied to all strengths 
(25). 
9. People exist who show an absence of a particular strength (26).  
10. Society has within it rituals and institutions for cultivating virtues and strengths, 
as well as sustaining the practice of virtues and strengths (27). 
Utilizing these ten criteria, Peterson and Seligman identified six core moral 
virtues, and then subdivided those virtues into twenty-four character strengths. The six 
core moral virtues identified are wisdom, courage, humanity, justice, temperance, and 
transcendence. The character strengths within each virtue are the following (29-30): 
Virtue Character Strength 
Wisdom and Knowledge • Creativity 
• Curiosity 
• Open-mindedness 
• Love of Learning 
• Perspective 
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Courage • Bravery 
• Persistence 
• Integrity 
• Vitality 
Humanity • Love 
• Kindness 
• Social Intelligence 
Justice • Citizenship 
• Fairness 
• Leadership 
Temperance • Forgiveness and Mercy 
• Humility/Modesty 
• Prudence 
• Self-regulation 
Transcendence  • Appreciation of Beauty and 
Excellence 
• Gratitude 
• Hope 
• Humor 
• Spirituality 
	
Table 3-2 Virtues and Character Strengths 
	
The classification provided by Peterson and Seligman gives researchers a 
framework in which can be beneficial in gathering and analyzing data from Christian 
social entrepreneurs. While research in ethical leadership in Christian leaders is not new, 
looking at the virtues and character strengths of Christian leaders with an eye to the way 
in which they enable and sustain the growth of organizations has not been explored.  
The interest in research in ethical leadership has grown in recent years, but has 
often been based on a deontological view that focused on the rightness of actions, or a 
consequentialist view, which is based on a view the results of actions. The inherent 
goodness of the leader’s character that can lead to positive, life-giving results in starting, 
sustaining, and growing an organization has not been an idea that has been researched, 
and leave a gap in the literature. 
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Peterson and Seligman’s classification is particularly valuable in that it not only 
incorporates standard elements of virtue theory, but also includes theological virtues that 
are often absent from other attempts to understand ethical leadership. At the same time, 
research on Christian leadership often has neglected the cardinal virtues, leaving the 
study of those virtues to the realm of moral theology. Peterson and Seligman helpfully 
include both, and help provide the link between standard ethical research of Christian 
leadership, strength-based research, and moral theology. 
Also important is the breadth of the classification, which drew upon universal 
virtues, rejecting those that could not be identified across cultures (15). This is helpful, 
particularly in looking at Christian social entrepreneurs that may be operating missions 
and organizations that are global in their work. The number of character strengths is 
beneficial in that it provides a far broader spectrum than other frameworks, while 
focusing on the virtues and character strengths that enable positive outcomes. 
Critical Incident Technique 
	
The critical incident technique is a methodology that involves a set of procedures 
used to collect and analyze observations of human behavior for the purpose of addressing 
practical problems and in developing broad principles in understanding the effects of that 
behavior (Flanagan 1954, 327). Having been in use for sixty years since John C. 
Flanagan wrote the most influential article on the use of the critical incident technique, 
the methodology has been found to be helpful tool in exploring and investigating 
phenomena in a variety of qualitative contexts (Chell 1998, 55; Fountain 1999; 
Butterfield et al. 2005, 475). The procedures in identifying and analyzing particular 
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understanding how Christian social entrepreneurs are able to build capacity in their 
organizations. 
 Central to the critical incident technique are those incidents that are investigated. 
Critical incidents are “defined as extreme behavior, either outstandingly effective or 
ineffective with respect to attaining the general aims of the activity” (Flanagan 1954, 
338). In addition, these incidents are considered critical in that they “must occur in a 
situation where the purpose or intent of the act seems fairly clear to the observer and 
where its consequences are sufficiently definite to leave little doubt concerning its 
effects” (327). 
Critical incidents, factors, or events are not only behavior that is considered 
extreme, but also instances that bring about a change of either perception, or awareness, 
that motivate an entrepreneur towards action (Cope and Watts 2000, p. 113). These 
incidents are the moments when something substantial happens, and therefore is more 
memorable because of the nature of the action. This type of inquiry requires judgments of 
incidents by observers that are simple, and understood as significant by observers 
(Flanagan, 335). According to Butterfield. (2005) the common features of a CIT study are 
that, 
1. Focus is on critical events, incidents, or factors that help promote or detract 
from the effective performance of some activity or the experience of a specific 
situation or event;   
2. Discipline origin is from industrial and organizational psychology;   
3. Data collection is primarily through interviews either in person (individually 
or in groups) or via telephone;  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4. Data analysis is conducted by determining the frame of reference, forming 
categories that emerge from the data, and determining the specificity or 
generality of the categories; and 
5. Narrative form is that of categories with operational definitions and self-
descriptive titles. (p. 483).   
Using the Critical Incident Technique 
…enables a focused discussion around issues which are under investigation . . . it 
facilitates the revelation of those issues which are of critical importance to the 
interviewee, the issues to be viewed in context and a rich source of information on 
the conscious reflections of the incumbent, their frame of reference, feelings, 
attitudes and perspective on matters which are of critical importance to them. 
(Chell 1998, p. 68).  
 
This allows for hearing and understanding the narratives of the participants, while 
focusing on specific incidents that illuminate the character strengths both present in the 
leadership of the participants in specific incidents. 
 The first step in utilizing the critical incident technique was to identify the general 
aim of the research (Flanagan 1954, 338; Chell 1998, 69). In the case of this project, the 
general aim was to understand the character strengths of Christian social entrepreneurs in 
building capacity in the organizations that they have started in order to achieve mission 
effectiveness, growth, and health. This guided the methodology in gathering and 
analyzing the data. 
The next step in the critical incident technique was to develop the plans and 
specifications of the study (Flanagan 1954, 339; Fountain, 1999). This included the 
specific social entrepreneurs and their organizations. The sample, as well as the 
limitations and delimitations of those subjects, defined and framed the plan. 
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Central to the critical incident technique are those incidents that are investigated. 
Critical incidents are “defined as extreme behavior, either outstandingly effective or 
ineffective with respect to attaining the general aims of the activity” (Flanagan 1954, 
338). In addition, these incidents are considered critical in that they “must occur in a 
situation where the purpose or intent of the act seems fairly clear to the observer and 
where its consequences are sufficiently definite to leave little doubt concerning its 
effects” (327). 
As data was collected, and the themes and categories begin to emerge. This study 
employed the use of critical areas, which are broader categories and inclusive of critical 
incidents. In analyzing the data, this was a more comprehensive way in which to look at 
these critical incidents This is not an uncommon practice, particularly in more recent uses 
of the Critical Incident Technique (Douglas, McClelland, & Davies 2008; Butterfield et 
al. 2005). Therefore, in analyzing the data utilized the language of critical areas to more 
accurately represent the impact of those incidents. 
These critical areas were categorized to establish the next step of analysis. Each 
critical area was then analyzed, and broader themes of virtues were identified, in 
accordance with the broader virtue themes identified by Peterson and Seligman. These 
provided larger categories to understand the experiences of these critical areas. 
Next, the virtue themes were analyzed and character strengths were identified 
from within the virtue categories. Peterson and Seligman’s categorization of character 
strengths were utilized as a way to understand the subcategories and linked to the 
particular critical areas. The character strengths were measured by their occurrence and 
identification by participants, and represented in comparison overall. 
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Summary of the Chapter 
	
Chapter three describes the theoretical framework that was used in the study. Two 
theoretical frameworks were introduced as a basis for gathering and analyzing the data. 
First, the concepts of Positive Organizational Scholarship were introduced, with an 
emphasis on Peterson’s and Seligman’s Character Virtue Classification. Second, the 
principles of the Critical Incident Technique were presented, with an introduction to the 
way in which the data was gathered and analyzed within that framework.  
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CHAPTER 4 
RESEARCH RESULTS 
	
Overview of the Chapter 
	
This chapter presents the results of the study. Eight Christian social entrepreneurs 
are presented, with four sections of results and analysis for each. First, the leadership and 
organizational narrative is presented, in order to give context to the following 
information. Second, critical incidents are identified in the life of the organizations. 
Third, the critical incidents are analyzed to provide data on the virtues of each leader in 
each critical incident, as broad categories. Fourth, the virtues identified are analyzed and 
divided into subcategories of character strengths.  
Research Results 
	
In this project, the Critical Incident Technique (CIT) was utilized to explore 
critical incidents where the social entrepreneurs identified the virtues and character 
strengths that they possessed or developed identified as necessary in growing their 
organizations.  A critical incident is defined as an incident or occurrence significantly 
contributes, whether positively or negatively, to the phenomenon under investigation 
(Bitner, Booms, and Tetreault 1990, p. 95; Grove and Fisk 1997, p. 64).  
This allowed for a focused analysis of virtues and character strengths in the most 
important incidents in their lives as leaders in their organizations. Specifically, this 
methodology was used to understand the social entrepreneurs’ experiences of critical 
incidents as meaningful events that contributed to positive growth and outcomes.  
Participants were selected through internet based research, library research, and 
network contacts, as well as a snowball sampling method in initial interviews. 
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Participants were founders or long time executive level leaders of organizations that have 
been operating for four years or more. 
Table 4.1 below provides a demographic breakdown of the 8 social entrepreneurs 
who participated in the study based on gender and age range. 
Participant Demographics 
Gender	 	 	
	 Male	 6	
	 Female	 2	
Age	 	 	
	 25-30	 1	
	 31-35	 3	
	 36-40	 2	
	 41-45	 2	
Table 4-3 Participant Demographics 
The social entrepreneurs’ organizations were diverse in terms of their focus and 
client population, as illustrated in Table 4.2. 
Participants’ Organizational Profiles 
Field Sector Target Population 
Literacy, Civic 
Engagement, Education 
 
Youth Development 
 
Latino Youth and Children 
 
Community Development 
 
Home Building, Business, 
Health, Education, Church 
Development, and 
Community Needs 
Development 
 
International Communities 
 
Economic Development 
 
Employment, Discipleship 
 
Health and Community 
Development 
 
Orphan Care 
 
Children Education and Health 
 
Trauma and Conflict 
 
Training, Health, 
Leadership Development 
 
Communities, Children, 
Youth 
 
Education 
 
Policy and Child Care 
 
Adults, Youth, and 
Children 
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Health 
 
Medical treatment 
 
International Communities 
 
Education 
 
Training, Policy, 
Awareness 
Adults, Youth, and 
Children  
Table 4-4 Participants’ Organizational Profiles 
Critical Incidents 
	
As data was collected, and the themes and categories began to emerge, it appeared 
that the participants experienced critical moments, but talked about them in broader 
terms. In analyzing the data, it became apparent that a better way in which to look at 
these critical incidents was to understand them as broader critical areas. This is not an 
uncommon practice, particularly in more recent uses of the Critical Incident Technique 
(Douglas, McClelland, & Davies, 2008; Butterfield et al., 2005). Therefore, in analyzing 
the data I utilized the language of critical areas to more accurately represent the impact 
of those incidents. The common critical areas among the participants that emerged from 
the data are: 
• Learning from a mentor 
• Developing a social entrepreneurial mindset 
• Learning new skills 
• Fundraising 
• Developing Friendships 
• Hiring Staff 
• Growing Too Fast 
• Developing Partnerships 
• Developing Faith 
 
 Nine critical areas emerged from the data collected. These critical areas can be 
seen to fall under four distinct themes. 
 First, the largest theme to emerge was the theme of organizational development. 
The hiring of the first staff, other than the founder, was a critical area. This also included 
hiring staff for new programs that were developed. A second theme involved 
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concentrating on the organization’s strengths and mission, in particular when other 
opportunities to expand became available, and thereby going beyond the core mission. 
Finally, the decision to scale programs existing programs that were part of the 
organization’s core mission emerged as a critical area. 
 A second theme to emerge from the data surrounded relationships. Entering into a 
mentoring relationship was identified as a critical area, particularly in regard to 
organizational growth. Friendships, those close relationships outside of the organizations, 
were identified as critical to developing personal leadership abilities, organizational 
growth, and the ability to grow personally as a person of faith and founder of a mission 
based organization. Finally, partnerships, both within the organization and target 
population, as well as outside the organization, such as with funders and other 
organizations, was a critical area. 
 A third theme was internal mental development. This theme covered areas of 
mindset, spiritual development, and personal understanding of leadership. Developing a 
social entrepreneur mindset was critical, particularly among the participants that founded 
their organizations after leaving a previous career. In addition to gaining a social 
entrepreneur mindset, another area was understanding and assuming the role as an 
executive leader, rather than remaining as the specific point person involved in every 
aspect of the organization’s work after the organization began to grow. The development 
of faith was a final critical area in this theme, and was crucial not only to the work itself, 
but also as the development of founders as particularly Christian social entrepreneurs. 
 The final theme was the development of new skills. This theme emerged as 
critical as the organizations began to grow, and previously unneeded skills in operating 
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and leading an organization began to become important in both sustainability and growth. 
Often the participants had no familiarity with issues such as board development, 
budgeting, and branding. Of particular importance was fundraising. While several 
participants had experience in fundraising, they found that raising money for a non-profit 
required a particular set of skills that they had to learn or develop. 
 
Theme 
 
Critical Area 
Organizational Development  
 Hiring Staff 
 Growing Too Fast 
Relationships  
 Mentoring Relationships 
 Developing Friendships 
 Developing Partnerships 
Internal Mental Development   
 Social Entrepreneurial Mindset 
 Developing Faith 
Skill Development  
 Learning New Skills 
 Fundraising 
Table 4-5 Themes and Critical Areas 
	
Table 4.4 outlines Peterson and Seligman’s Taxonomy of Virtues and Character 
Strengths, which is used to analyze the data, defining the data according to the categories 
of citrus and subcategories of character strengths. 
Virtue Character Strength 
Wisdom and Knowledge • Creativity 
• Curiosity 
• Open-mindedness 
• Love of Learning 
• Perspective 
Courage • Bravery 
• Persistence 
• Integrity 
• Vitality 
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Humanity • Love 
• Kindness 
• Social Intelligence 
Justice • Citizenship 
• Fairness 
• Leadership 
Temperance • Forgiveness and Mercy 
• Humility/Modesty 
• Prudence 
• Self-regulation 
Transcendence  • Appreciation of Beauty and 
Excellence 
• Gratitude 
• Hope 
• Humor 
• Spirituality 
Table 4-6 Peterson and Seligman’s Taxonomy of Virtues and Character Strengths 
 
Learning from a Mentor 
	
Of all the critical areas that were emerged during the data collection phase, 
becoming involved in a mentoring relationship was the most common, being involved in 
a mentoring relationship was the most common, being identified by 6 out of the 8 
participants. Mentoring was identified as a one-on-one relationship with a person who 
was more experienced, in which that person provided advice, guidance, and coaching that 
enabled the participants to be able to think through issues, make decisions, and clarify 
their organization’s structure and mission. 
This mentoring occurred in several ways. Some connected with a mentor before 
founding their organizations, while others became involved with mentors after starting 
their work. The six participants identified mentoring relationships as factors in both their 
own development as leaders, as well as their ability to grow their organizations in 
mission and effectiveness. All six were also participants in members of an accelerator 
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community through which they came into contact with more experienced entrepreneurs 
who were able to mentor them. 
One of the main benefits of mentoring was understanding organizational 
operation from a macro view. Many of the participants started their organizations after 
coming from a different career, and did not have the experience or skills that are required 
of a founder, and mentoring has been shown as a significant way of gaining specific skills 
(Peterson and Seligman 2004, 119).). Also, the six participants identified mentors as not 
only providing advice and guidance on organizational matters, but also as leaders of a 
particularly Christian organization.  
Virtue Themes Present 
	
The virtues and character strengths that occurred were identified by participants in 
mentoring relationships were varied. Five of the virtue themes, wisdom and knowledge, 
humanity, justice, temperance, and transcendence all were present in almost equal 
occurrences, although the specific character strengths differed. The love of learning, 
humility and modesty, leadership, and spirituality all occurred in critical areas of all six 
participants that identified mentoring relationships as a critical point in their 
development. 
Character Strengths Present 
	
The love of learning refers to the positive predisposition or desire to gain more 
knowledge in content, either building on existing knowledge or gaining an entirely new 
set of content (Peterson, and Seligman, Martin 2004, 163). Five of the six participants 
that identified this as a critical area had begun their organizations after coming from 
careers other than organizational leadership, while one participant did come from a 
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position within a large nonprofit. All identified the need to learn new skills that they did 
not previously possess. The love of learning at times was already present, but for some it 
was a necessity in order continue the work that their organization was already doing.  
A second character strength that emerged in describing the significance of 
mentoring was humility, occurring in the stories of six participants. The willingness to 
admit that they did not know everything that was necessary to operate a non-profit was 
seen as an important part of their being able to develop as a leader, and linked to their 
ability to grow their organization. According to Participant 1,  
I was starting to get, I’d say, afraid, and even a little lonely in terms of, I was in 
over my head. So, I grew an organization to over a million dollars, with ten staff 
in the U.S. and twenty internationally. And there’s terms, and budgets, goal 
setting, and strategy, and you know standard executive stuff, that I didn’t know 
what I was doing. I was pushing stuff based on my sheer will and some of my 
God-given talents, but I really didn’t know what I was doing as an executive. I 
needed to be around other leaders that had built organizations beyond this size. 
(Participant 1 interview, June 2016). 
 
While many understood humility as a Christian virtue personally, several 
indicated that they have had to develop humility even more as a leader of an organization, 
particularly in regards to entering into a mentoring relationship. Some participants did 
initially have some skills to start the non-profit, specific knowledge was needed to move 
forward. In particular, participants pointed to practical knowledge of organizational 
practices that were provided through mentoring. According to Participant 2, “developing 
the humility to seek out and find a mentor, and gaining the knowledge and skills through 
that relationship, was the key to organizational growth” (Participant 4 interview, July 
2016). 
Leadership, defined “as a personal quality refers to an integrated constellation of 
cognitive and temperament attributes that foster an orientation toward influencing and 
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helping others, directing and motivating their actions toward collective success” 
(Peterson and Seligman 2004, 414), was indicated by six of the participants. In general, 
participants felt that they had the abilities to start their organizations in the beginning, but 
as time went on, they questioned their own leadership in being able to grow their 
organizations. Mentoring assisted not only in helping their thinking on practical matters, 
but helped in developing their own identities as leaders. 
Mentoring is often thought of in terms of advice and coaching in regard to 
organizational goals and growth. Six participants identified spirituality as a factor that 
they were able to develop though mentoring relationships. This is particularly important 
as the entrepreneurs were concerned not only with the mission of their organizations, but 
as understanding the ways in which their faith is n important component in their 
organization’s mission, as well as in their own personal leadership identity. All of the 
participants were Christians before founding their organizations, but the majority 
identified as struggling in understanding what it meant to be a Christian leader of a 
Christian organization. In addition, mentoring was also seen as discipleship. In describing 
his relationship with his mentor, Participant 4 said, “He’s my cheerleader and coach on 
how not only to lead well, but how to do family, marriage, fatherhood, and all of that 
stuff well and keep things in perspective” (Interview, July 2016). For participants, the 
mentoring relationship is holistic, and has helped them develop their own faith, 
personally and as a leader. 
Other character strengths emerged, but occurred in fewer participants. Prudence 
occurred in interviews with three participants. Prudence refers to a form of reason that is 
oriented toward the future, self-management, and the ability to attain goals (Peterson and 
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Seligman,2004, p. 438). Those who identified prudence as a character strength said that 
mentoring was not only a relationship that they needed in their present situation, but also 
saw the need of mentoring for their future and the future of their organizations. While 
prudence was a starting point for seeking a mentor in the beginning, prudence was also 
developed more as through the mentoring relationship itself. As prudence is not a set 
ability, but rather one that is learned, mentoring allowed participants to learn how to think 
long term in regards to organizational mission, growth, and personal leadership that is 
needed for organizational success. 
A second character strength that was identified by three participants is self-
regulation. Self-regulation refers to the ways in which a person is able to control their 
responses to both internal and external events, circumstances, and actions (Peterson and 
Seilgman 2004, 500). Those that responded indicated that mentoring allowed them to 
develop their own reactions in ways that were not based on emotional or situational 
factors. Founding an organization poses certain challenges, and in the beginning certain 
challenges can seem overwhelming, or can be misunderstood. Learning from mentors 
that had experienced the same types of situations allowed the participants to gain the 
ability to control the internal responses that they were experiencing, and to be able to 
address situations in a more constructive manner. The development of self-regulation was 
a factor in decision making, strategy, and personal leadership identity. 
Open-Mindedness, the characteristic of being able to look for new information, 
often information that may be contrary to a person’s present knowledge of beliefs, was 
identified as a strength by two participants (Peterson, and Seligman, 2004, 143). 
Entrepreneurs are often faced with situations that are not able to be resolved with their 
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own skills, abilities, or knowledge. In entering mentoring relationships, participants said 
that they entered those relationships with an open mind, wanting to be able to learn more 
than they already knew. They also stated that they wanted their own thinking to be 
challenged, which could best be done by someone who had experienced similar situations 
and had navigated those situations successfully. 
	
Table 4-7 Virtue Themes Present in Mentoring Relationships 
	
	
Table 4-8 Character Strengths Present in Mentoring Relationships 
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Developing a Social Entrepreneur Mindset 
	
Not only did having or developing a love of learning a critical area in the 
experiences of participants, but the ability to develop a social entrepreneur mindset was 
identified as crucial for their leadership and growth of their organizations. By this it is 
meant that the participants intentionally experienced situations where they realized that 
their previous understanding of their leadership and work needed to shift. For the 
majority, they understood the need, and had the desire, to address social issues and 
develop programs that would be beneficial to those that they served. The need for the 
shift in mindset occurred primarily in regards to organizational management, tasks, and 
strategizing, which would enable their organizations to grow in a sustainable way. 
Virtue Themes Present 
	
All six virtue themes of wisdom and knowledge, courage, humanity, justice, 
temperance, and transcendence were represented in the participants’ responses. The 
individual character strengths varied, with fifteen character strengths emerging from the 
data, more than occurred in any other critical incident. The variety of strengths identified 
were due to different factors, including issues of starting over from a different career, not 
understanding the components of organizational leadership, and understanding how to 
move into an executive leadership role. 
Character Strengths Present 
	
When faced with a crisis of leadership or vocational identity in becoming a social 
entrepreneur, spirituality played a major role in the lives of participants. All eight 
participants identified spirituality as a strength that they both possessed and drew upon, 
but also one that they developed throughout their lives as founders. In particular, faith 
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and trust in God stood emerged as significant. According to one participant, making the 
mindset change from pastoral leader to social entrepreneur had practical aspects through 
which faith had to be exercised: 
At the beginning, it was a scary transition, because I was jumping from a really 
stable job and a stable salary at a big church into a new startup non-profit, where I 
was having to raise funds for my salary and other people’s salaries. (Participant 1 
interview, July 2016).  
 
This is not limited to those coming from church related vocations; other participants that 
had careers in other sectors related the same experience. In all cases, faith was an 
important factor in being able to make the transition, as well as a factor in being able to 
change mental models in order to succeed as an entrepreneur.     
A second strength that emerged from the data was the love of learning, which was 
identified by seven of the eight participants. This was not only seen as a strength, but also 
as necessity. In operating a non-profit organization, Participant 1 reflected on the mindset 
change that had to happen: 
It was a difficult thing. What I learned quickly was that running a non-profit is a 
lot different than running a church…the ministry aspect was something I know, 
but I think a lot of nonprofits get started how we did, with people who have a 
ministry background, I think that a lot of reasons that they struggle is that they 
don’t have any kind of business background or training…We want to run our non-
profit just as well as a small business, and not try to think that just because we are 
in ministry, we don’t have to do things as excellent. (Participant interview, July 
2016). 
 
Other participants reported similar experiences. Two participants, who had both struggled 
academically in high school, developed a love for learning in order to understand the role 
that that have as founders of an organization. While they had problems earlier, their 
motivation as leaders trying to understand their new roles made the acquisition of 
knowledge something that they desired, far more than previous academic experiences. 
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Leadership also emerged in developing a social entrepreneurial mindset, with six 
of the eight participants identified leadership. The ability to inspire, manage, and provide 
direction for the organization is essential. Those that came from careers or positions 
where they had leadership responsibilities drew upon those experiences, but saw the need 
to be able transfer those abilities into a new environment. Leadership in one context did 
not necessarily translate into the new organization, and the thinking required for the new 
organization needed to be developed. 
Humility was also identified as a particularly necessary character strength in 
participant responses. Humility is defined as  
an accurate (not underestimated) sense of one’s abilities and achievements the 
ability to acknowledge one’s mistakes, imperfections, gaps in knowledge, and 
limitations (often with reference to a “higher power”) openness to new ideas, 
contradictory information, and advice keeping one’s abilities and 
accomplishments in perspective relatively low focus on the self or an ability to 
“forget the self” appreciation of the value of all things, as well as the many 
different ways that. (Peterson and Seligman 2004, p. 462).  
 
The mental mindsets put change required the ability to admit that the current mindset is 
not sufficient. Humility is particularly important for those coming from other careers with 
no experience, According to participant 2:  
The story is the classic, I’m the guy who had a normal job and we had the 
opportunity to do something big, although I never intended it to be big, I just 
intended, I’m going to walk in this direction and sooner or later wound up doing it 
full time. This is certainly not what I imagined ten years ago. I had to start 
thinking differently (Participant 2 interview, July 2016). 
 
This was a common experience of the participants. Their organization would begin as 
experience serving others, and then interest from donors and those wanting to volunteer 
to help would develop, leading to a larger effort. Eventually, the size of the work 
necessitated the formal incorporation of the organization, in which participants became 
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the founders and initial leaders. As these experiences happened, humility became 
increasingly important as character strength that enabled the founder to admit that he or 
she did not have the knowledge or understanding of what being a social entrepreneur is, 
and helped them to make the adjustments in the mental models and leadership identity 
that they had in order to grow their organizations. 
The character strengths of kindness, which occurs under the theme of human 
virtues, emerged in the experiences of five participants.	Kindness, and related character 
strengths such as generosity, nurturance, care, compassion, and altruistic love “are a 
network of closely related terms indicating a common orientation of the self toward the 
other” (Peterson and Seligman 2004, 346). This was a particularly important aspect, as it 
forms the basis of a social entrepreneurial mindset for Christians. 
This semantic field describes the view that participants had toward their work. 
While these organizations can be categorized as social justice organizations, participants 
identified love and compassion for others, rather than justice, as the basis for the work 
that they are engaged in and the reasons for founding their organizations. For 
participants, when they encountered their target populations or situations, they were 
motivated by love and compassion to act. 
Three participants identified self-regulation as a needed strength that they often 
had to develop. Self-regulation refers to the ability a person has to control his or her 
responses in regards to goal attainment and living up to identified standards (p. 500). 
Given that entrepreneurship is chaotic in its beginnings, the ability to exercise this type of 
discipline is necessary to reach sustainability, but also growth. Participants also noted that 
since they are the founders, often having sole responsibility in the beginning for their 
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organizations’ success, self-regulation was a strength that they had to develop in order to 
survive. 
Bravery was also identified by three participants as a strength that they possessed 
in the beginning, but also one that they had to continually develop. This is identified as 
important in regards to those that had no previous experience leading an organization. 
Participants named bravery as an important part of their mindset to be able to make 
decisions, launch new programs, and hire staff when their natural instincts would have 
been more risk averse in regards to these areas. 
	
Table 4-9 Virtue Themes Present in Developing a Social Entrepreneurial Mindset 
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Table 4-10 Character Strengths Present in Developing an Entrepreneurial Mindset 
 
Learning New Skills 
	
One of the most important incidents that occurred in the participants’ answers was 
the realization that they required new skills that they did not currently possess, being 
identified by seven of the participants. Participants identified this in primarily two times 
in their experience. The first occurrence identified was during the very beginning of the 
startup phase. As founders formulated general plans and began to develop them on their 
own, they had only their own skills and experiences to draw upon, which led to the need 
for new skills. The second occurrence identified was when new challenges, decision 
points, and growth were encountered. During this time, participants were cognizant of the 
fact that they needed skills that they did not have. 
Virtue Themes Present 
	
The virtue themes that emerged from the data included themes of wisdom and 
knowledge, humanity, justice and temperance. Wisdom and knowledge character 
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strengths were predominated, occurring 9 times, more often than others. Themes of 
humanity and justice each occurred six times, while temperance occurred three times.  
Character Strengths Present 
	
The love of learning was identified as character strength by seven participants. 
Learning new skills was required as the participants encountered new situations, and the 
ability to navigate those situations also required the desire to obtain new information. 
This was the most apparent strength needed by participants, but was also qualified by 
several narratives. One was developing the ability to know when new information or 
skills were required. After experiencing incidents like these, several participants 
identified the shift in mindset, in that they became constantly aware of the need to learn 
from a variety of sources. 
Six participants identified social intelligence as a character strength that they 
possessed and developed in situations that required learning new skills. personal, social, 
and emotional intelligence. Social intelligence is defined as the ability to understand and 
communicate information that is important for well-being and survival, and includes 
emotional and personal intelligence as well (Peterson and Seligman 2004, 338). As the 
majority of participants operate organizations with an international scope, social 
intelligence was particularly important in learning how to operate in new cultures, 
political environments, and among populations that are different than their own.  
Another example of the way that participants found social intelligence important 
was in explaining the role of their organizations to donors. While some of these 
organizations performed work that is familiar to others, some are using models that are 
not as well known. Participant 5 identified the difference between relief model of 
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organizational work, which is a predominate model in the thinking of donors, with a 
sustainability model that they were utilizing. This participant stated that he had to learn 
the ways in which donors understood their work, and develop ways in which to 
communicate the ways in which they were operating in terms and concepts that donors 
could understand. 
Leadership was also identified as a strength by six participants. The need learn 
new skills applies not only to the founder, but also to the organization as a whole. At 
times, these leadership skills are missing. According to one participant, 
In the space in which we work, there is a lot of people with big ideas and big 
visions, and everybody’s got a vision, but not a whole lot of people put strategy 
and planning in place to actually execute on that vision. (Participant 7 interview, 
July 2016). 
 
Participants also stated that they had to exercise a type of leadership that emphasized the 
need to think differently on an organizational level to staff members. At times this comes 
as a directive from the founder, while other times this comes from personal management 
and coaching with staff members.  
Three participants identified prudence as necessary in learning new skills. While 
founders are constantly needing to learn new skills, not all skills have the same level of 
importance. According to Participant 2,  
I didn’t need to know more about how to inspire a team. I needed to know, “how 
do you create a budget for a two-million-dollar organization? How do you fire 
somebody, and still, still, remain with your integrity and Christian values, but 
know that it’s the right thing to get rid of somebody? How do you work through 
that?” Participant 2 interview, June 2016). 
 
The practical implications of needing to learn new skills are an issue in the day to day 
management and leadership of an organization, and the ways in which founders spend 
their time acquiring new skills is of importance. According to one participant,  
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My issue is that instead of doing the work, I realized that we are at a tipping point, 
where my job is stewarding people, so I am spending a lot of time with our staff 
on what it is that they and their team should be doing, instead of me doing it. It is 
really about me articulating clearly, after hearing from them what their challenges 
are, this is where we are going to go, and they are going to figure out the 
implementation. (Participant 5 interview, July 2016). 
 
The ability to recognize and determine which skills are actually needed emerged as a 
strength that is linked to the organization’s ability to grow and further their mission.  
Open-mindedness, or the ability to think in ways that are new or not known, was 
identified by two participants. When the necessity of learning new skills became 
apparent, the willingness to learn from new sources was a benefit. According to one 
participant,  
At the age of 25, I was clueless with how to run an organization, and certainly 
how to run a non-profit. I mean I was just a fireman, but I had grown up around 
entrepreneurs and my parents were entrepreneurs, and so I had that kind of spirit. 
Then I started asking around…so they said, read this book, go to this conference, 
go find these mentors, so eventually I was able to start to answer some of these 
questions and started to learn the things I needed to know. (Participant 2 
interview, June 2016). 
 
Entrepreneurs tend to gravitate to new ideas, but given the risk involved in investing time 
and resources into new ways of thinking caused participants to develop the ability to 
think in new ways in hopes of the outcome helping in the growth of their organizations.  
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Table 4-11 Virtue Themes Present in Learning New Skills 
	
 
Table 4-12 Character Strengths Present in Learning New Skills	
 
Fundraising 
	
For any organization to succeed, financial stability is necessary. In the case of faith-
based non-profits, that financial stability comes in the form of monetary support from 
donors. Fundraising is a vital part of organizational development, and particularly 
necessary in the beginning stages. Participants identified raising funds, both initially as 
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well as through the stages of growth, as a critical area in the development of their 
organizations. 
Virtue Themes Present 
	
In incidents of fundraising, participants identified character strengths that 
emerged from five of the themes of virtue. Wisdom and knowledge, courage, humanity, 
and transcendence were all represented. Transcendence occurred more often than the 
other virtue themes, and is of primary importance.  
Character Strengths Present 
	
All eight participants identified spirituality as a primary character strength in 
incidents of fundraising. In particular, faith as an aspect of spiritualty was noted as the 
foundation of this. Participants identified faith as a strength they had in starting their 
organizations in general, but emphasis was often on the financial challenges. In many of 
the cases, founders began their organizations after donors began to approach them when 
discovering the work that was already taking place, but this was not the case for all 
participants (Participant 7 interview, June 21016). 
The belief that God would supply their financial needs helped participants in the 
beginning, but also became even more as their organizations grew. In having to build 
relationships with donors, participants learned to understand fundraising through a lens of 
faith. Rather than viewing fundraising as an activity where they were asking for money, a 
different view emerged. According to Participant 5, 
I began to think of myself as a “kingdom stockbroker.” We are doing this 
important work that we believe that God has called us to do, and we need money 
to keep doing it. I’m giving them the opportunity to invest in what God is doing to 
heal the world through us. It’s a different way of thinking. And it changes the way 
that donors understand what we are talking about when we talk about money and 
resources. (Interview, July 2016). 
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This view of fundraising as spiritual activity, both on the part of the founder and the 
donor, helped in reorient understandings about money, which changed founders’ ability 
to raise money in order to help their organizations grow. 
The love of learning emerged from seven of the participants in incidents involving 
fundraising. It was noted by those interviewed that they had no formal training in raising 
money in order to operate an organization. Those who had been involved in some type of 
church ministry noted that although they had been involved in raising money for general 
budgets or special projects, raising capital for a non-profit was very different and required 
a different set of skills, which they had to acquire.  According to one participant, 
When you are starting an organization like this, and you’re 26, and you’re talking 
about creating a sustainable model for healthcare on the African continent, if you 
do not have the ability to learn how to provide real leadership and communicate 
well, and influence how people think, you know the chances are that you are not 
going to be able to raise any money. (Participant 7 interview, July 2016). 
 
The skills in fundraising that are needed are learned through various methods, but often 
come through mentoring relationships.  
Social intelligence was identified as an important character strength that was 
drawn upon in fundraising incidents. Six participants identified the ability to know, 
communicate, and understand donors was an important skill in raising money, which in 
turn is important in gaining the support for sustaining and growing their organizations, 
but is of particular importance in the beginning, as often entrepreneurs do not have any 
results to show donors in order to gain their support. One participant said, 
“You have to be able to sell yourself, and you have to be able to sell the 
leadership of the organization and you don’t have anything to show for it, 
because, you know, a lot of social entrepreneurs have great ideas, but they don’t 
have anything really to show, so if they cannot sell their own leadership, then it is 
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going to be extremely difficult to raise money.” (Participant 7 interview, July 
2016). 
 
While it was reported that participants possessed and used the social intelligence that they 
already possessed, they did have to develop this character more as they continued to meet 
with donors.  
This strength was developed not only through study and advice of mentor, but 
also in talking and listening to donors, answering their questions, and understanding the 
ways in which they process information. One participant said,  
When some people think about giving, it’s about ninety percent with their heart, 
and ten percent with their head. For others, they want hard data, numbers, and to 
know about plans before they will make any commitment, either long term or 
short term. (Participant 5 interview, June 2016). 
 
Understanding and developing social intelligence when meeting with donors and raising 
money can mean the that organization will have the resources to grow, or that the 
organization will not survive.  
Bravery was identified by 3 participants as a strength that is necessary. Since 
many social entrepreneurs come from backgrounds where fundraising was not part of 
their career, the prospect of asking for money was one that brought a great deal of fear. 
Participants said that despite their own fears, they believed that they had to raise funds in 
order for their organizations to succeed and to be able to help their target populations. In 
these cases, the act of being braver, contrary, to their feelings, enabled them to become 
more comfortable in asking for money. 
Two participants identified hop as a character strength that they utilized when 
encountering incidents of fundraising. Hope is defined as,  
Thinking about the future, expecting that desired events and outcomes will occur, 
acting in ways believed to make them more likely, and feeling confident that these 
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will ensue given appropriate efforts sustain good cheer in the here and now and 
galvanize goal-directed actions. (Peterson and Seligman, 2004, pgs. 569-570).  
 
Hope was often attached to faith, where participants believed that their actions in raising 
money for the present and future work would be blessed by God, and they would be 
successful. Hope was not just a feeling, but based on planned action, developed 
relationships, and actionable steps to address the need for money to operate and grow. 
This mindset helped in the participants’ not only in their own thinking, but also in 
creating an organizational climate which was positive about their work and the future.   
	
Table 4-13 Virtue Themes Present in Fundraising 
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Table 4-14 Character Strengths Present in Fundraising 
Developing Friendships 
	
Friendship is a topic that is common to the human experience, but for social 
entrepreneurs the need for friendships and their function in the life of the entrepreneur 
constituted a critical area that was heavily represented in the response of participants. The 
popular representation of entrepreneurs is that of the lone person who, by themselves, 
builds an organization from the ground up through their own hard work. While this is 
partially true, the mental and spiritual health of an entrepreneur can suffer if there are not 
relationships outside the organization to sustain the entrepreneur. Participant responses 
indicated that friendships were necessary for their own leadership, and those relationships 
allowed them to work more effectively in their organizational roles.  
Virtue Themes Present 
	
Wisdom and knowledge, humanity, temperance and transcendence were all virtue 
themes represented in the responses from participants. The virtue theme of humanity and 
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its character strengths occurred most often, as would be expected in describing 
relationships. Temperance and transcendence were also well represented, followed by 
wisdom and knowledge.  
Character Strengths Present 
	
Spirituality was cited by every participant as a character strength in encountering 
and developing relationships. Given the Christian nature of the organizational work that 
participants are engaged in, most often relationships were formed with other Christians 
that the already knew or came in contact with during their work. Friendship is a topic 
with a long history within Christian tradition, helping to form and develop disciples 
within the church. In the lives of social entrepreneurs, friendships functioned in the same 
way, being a critical component in their development as Christian leaders. 
Participant four related a story about the necessity of perspective in developing 
friendships. Participant 4, in addition to his responsibilities with the organization that he 
founded, began a master’s degree program in public policy. One of his friends took over 
some of the day to day responsibilities during this time. After graduation, Participant 4 
stated that,  
I ended up asking him to step off the board, and just be my friend, because as our 
organization grew, I had very few people in my life that were just my friends. 
Everyone who was my friend wanted to suddenly talk about my work when we 
got together. Like, anything I did seemed to be their entertainment or their joy, 
which is awesome, and I love that some people got it, but I had no respite, I had 
no one who wanted to spend time with me just because I am me and a Christian 
and child of the King. And so, my best friend graciously stepped off the board, 
even though it was something that he loved, and now when we get together, it’s 
about us, and he’s looking after my soul, and my marriage, and my fatherhood, so 
yeah, it’s a separation, so it’s really…if he wasn’t that, I would have quit long 
ago. (Participant 4 interview, July 2016). 
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While the details were different, the general theme of the necessity of friendships outside 
of the organizational context was repeated by other participants. The stresses 
entrepreneurship put pressure on founders in general, but in the case of Christian 
entrepreneurs, those stresses can affect their spiritual life, their identity as Christian 
leaders, and commitment to the mission of their organizations.  
Humility was also a strength identified by participants. While humility might be 
seen as an unusual strength in friendships, it was noted that the need for friendship had to 
be admitted. While friendship is normal part of the human experience, once entrepreneurs 
understood that their outside relationships, and whether they had them or not, influenced 
their ability to function as leaders, they had to exercise the humility to realize their need 
of these relationships. This is contrary to the overarching narrative of entrepreneurs being 
self-sufficient and dependent only upon themselves to achieve desired outcomes at work. 
Once participants became aware, and were able to admit, that their outside friendships 
affected their own leadership, they saw changes in the ways in which they were able to 
function as leaders.   
Kindness, including compassion and altruistic love, is a central basis of any 
friendship and five entrepreneurs identified kindness as a strength in approaching 
friendships. One issue that emerged was the ability to trust others with their friendship. 
One participant, who had gained some notoriety within Christian non-profit circles, 
mentioned the ways in which Christians tend towards “hero-worship,” projecting onto 
some expectations and presuppositions that take basic humanity away, making the “hero” 
into a type of mythical being that does not actually exist. The ability to trust another is 
paramount in developing healthy friendship. 
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In addition, participants identified friendships as a way to understand how to be 
kind to others. Leading an organization that exists to serve the needs of others, can be 
emotionally and mentally depleting. Particularly, founders tend to invest their lives into 
the organization, particularly in the beginning, that their own emotional health will suffer, 
including the compassion that served to help them start their organizations. Friendship 
with those outside the organization help participants to have their own emotional needs 
addressed, contribute to their overall health as a leader, and help to continual nurture their 
own passion and compassion in their work. 
Three participants viewed self-regulation as essential in developing friendships. 
One of the core struggles identified was that of leadership identity. Often entrepreneurs 
invest in their work to the degree that they meld their own leadership identity with that of 
the successes and failures of the organizations. Participants identified the importance that 
outside friendships had own their own ability to differentiate between who they are as 
human being, and their work as leaders of an organization. These enabled participants to 
regulate their own expectations of themselves, evaluate the expectations of others, and 
functions better as leaders and in particular, Christian leaders. According to one 
participant, 
There are times when you are trying to do this work and, it would be for any 
organization or any company where if you are the on that started it and you’re 
trying to drive it to growth, and trying to sustain that growth, it’s easy to get 
isolated in that process. (Participant 2 interview, July 2016). 
 
The way in which entrepreneurs often feel isolated can distort their own way of viewing 
themselves, their work, and the world. Friendships are able to help entrepreneurs in 
thinking, feeling, and acting in ways that are authentic and healthy.  
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Table 4-15 Virtue Themes Present in Developing Friendships 
	
	
Table 4-16 Character Strengths Present in Developing Friendships 
Hiring Staff 
	
One of the most challenging aspects of staring an organization revolves around 
hiring staff. As an organization grows, the founder and volunteer workers are not capable 
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of fully addressing all of the needs of the organization, and the need for developing 
positions and filling those positions becomes an important function of leadership. Not 
only is the decision of when to hire staff a critical moment, but also how to determine the 
positions and evaluating those prospective employees to fill those positions. Participants 
identified these issues as critical to their ability to function and grow as an organization. 
Virtue Themes Present 
	
Five of six virtue themes emerged from the data. The themes of humanity and 
justice each appeared, being identified by six of the participants. Temperance and 
courage each appeared, noted by three participants each. Temperance was identified three 
times, and the theme of wisdom and knowledge appeared twice. The character strengths 
were evenly distributed, with one specific character strength from each virtue theme 
emerging from the data. 
Character Strengths Present 
	
Leadership was identified by six participants as a character strength that they 
needed to draw upon in handing situations involved in hiring staff. As the founder is the 
primary person leading the organization, the decision of when to hire staff was theirs, at 
least in the beginning. As the organizations grew, others, such as a board of directors or 
human resource department, become involved in the hiring process. Job descriptions, 
practical matters, ability to blend into the organizational culture, climate, and mission all 
played a part in developing plans of hiring staff.  
Participants said that their identity as leaders, as well as managers, as influential 
in the hiring process. According to one participant, the decision to begin to hire staff was 
a difficult one. The issue revolved around that participant’s understanding of his own 
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role. Previously, he had been involved in all aspect of the organization’s work. As the 
organization grew, he was unable to be involved in everything, and additional staff were 
needed. In hiring staff, he had to step into an executive role, with less involvement 
directly in the work. This caused him to have to develop his identity as a leader, rather 
than as just a worker within the organization (Participant 3 interview, July 2016).  
Another participant identified the need to understand the leader’s role in hiring 
staff. According to Participant 5, 
My issue is that instead of doing the work, I realized that we are at a tipping point, 
where my job is stewarding people, so I am spending a lot of time with our staff 
on what it is that they and their team should be doing, instead of me doing it. 
(Participant 5 interview, July 2016). 
 
The importance of hiring staff is part of leadership identity, and founders had to be 
willing to hire staff to handle responsibilities that the founder previously did, so that the 
founder can move into more of an executive role. 
Social intelligence also played an important part in hiring staff. Leaders had to be 
able to evaluate not only the kills of potential employees, but also a potential employee as 
a person. According to Participant 1, “The first thing that we look for are people who 
have a heart for people. If they don’t it would be very hard to bring them in and for them 
to work out” (Participant 1 interview, June 2016). Social intelligence was an important 
aspect in the evaluation process, and is needed to ensure that investment in new staff 
would be beneficial in the long-term mission of the organization. 
Perspective, or wisdom, was identified by two participants as a particularly 
needed character strength when encountering incidents surrounding the hiring of staff. 
One aspect of this was having, and developing, the wisdom of when to hire staff. When 
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an organization is starting, clearly understanding the mission and the critical positions 
that should be filled is necessary.  
One participant noted that in the beginning, they added staff as the funds were 
available. Now that they are more financially stable and have a bigger budget, they make 
decisions based not on the availability of funds, but rather on the strategic importance of 
the position and whether the position will increase the impact of their work (Participant 3 
interview, June. 2016).  
Another participant told the story of the decision to hire an executive assistant. In 
his experience, he was not functioning at a level at which an assistant was needed. After 
the suggestion and conversations with a mentor, he began to consider the possibility. 
After a period during which he contacted other entrepreneurs and asked about the 
qualities that were needed in an executive assistant, he began an extensive vetting process 
of candidates, and made the decision to hire one. After having the assistant for a year, h 
has been freed to concentrate on executive level leadership responsibilities without 
having to be involved in other administrative work. In retrospect, he stated that at the 
beginning, he did not have the wisdom, or foresight, to see the necessity of this hire, but 
going through the process allowed him not only to benefit from the work of the assistant, 
but also gain the experience and knowledge that became helpful as he had to create and 
fill additional positions (Participant 7 interview, July 2916). 
In addition to perspective, and related, three participants identified bravery as a 
character strength needed in hiring. Even having the perspective to understand the need 
for hiring, at times it takes bravery on the part of the founder to hire knew staff. For these 
respondents, they had to exercise the courage in able to hire someone, despite having 
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misgivings due to their financial stability. This bravery was also strengthened by faith, 
and their belief that they were doing the right thing that would help them serve their 
target populations better. 
Three participants identified prudence, or a practical reasoning that is concerned 
with the future and reaching goals, as a character strength. Of particular significance was 
the long range planning that founders engaged in to determine what positions would be 
necessary. As will be seen, the way in which programs grow, or do not grow, was 
significant in decision making. Participants identified the development of strategy as a 
way in which they could plan for future hiring decisions, setting future goals of 
expansion and impact.  
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Table 4-18 Character Strengths Present in Hiring Staff 
Decisions About Growth 
 
The growth of a social entrepreneurial organization is an indicator of the effectiveness 
that an organization has in fulfilling its mission. However, participants identified times at 
which the decision to expand programming, hire additional staff, or expand into new 
areas of service as an area that was critical in their organizational narrative. In particular, 
participants identified times where making decisions to grow had the possibility of being 
unsustainable and causing additional problems that they did not anticipate.	
Virtue Themes Present 
	
Four virtue themes emerged from the data, including transcendence. wisdom and 
knowledge, courage, and justice. The character strengths associated with each virtue 
theme were evenly distributed, with one character strength from each of four themes 
being represented. The times they occurred, did vary. The theme of transcendence was 
identified by all of the participants. Six were identified under the theme of justice. 
Courage and wisdom and knowledge each were represented twice. 
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Character Strengths Present 
	
Spirituality, particularly faith in God and God’s calling for the organization, was 
identified by all eight participants. When encountering decisions about whether to expand 
and grow, entrepreneurs face one of two options in regard to this critical area. First, 
participants responded that they wanted to be faithful in their mission, and have the faith 
to expand. They wanted to expend their work in order that they could serve more people, 
and have the ability to have a greater impact in the lives of more people than they were 
currently serving. 
Second, participants said that that they had to ask themselves the question if their 
faith was misplaced, or not a wise decision. Participants also noted that at times their 
exercise of faith was the decision to stop growing. Identifying their core mission, and 
their responsibility to that mission, when additional opportunities presented themselves 
and making the decision to not expand was an act of faith. While the act of not pursuing 
every opportunity seemed to some as counter-intuitive at the time, later it was understood 
that the decision was correct.  
In both scenarios, participants were acting in faith. As their faith and belief in 
their calling from God is a driving force in their work, it undergirds decisions that are 
made. Whether or not growth was possible or not from their data, analysis, and strategy, 
participants seek to act in accordance with what God has called them to do in the 
organization.  
Leadership was identified as a character strength that is needed om this type of 
situation. The ability to make decisions based on their strategic thinking and mission 
development overrode competing desires. According to one participant,  
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“Our strategy for growth is not going to influenced by where the money is and 
where it is going to go, we are going to make decision based on the best interest 
of the people we serve and where we know that we can maximize donor funds, 
and because of that we really kind of reigned in our strategy for growth to 
specifically Uganda and Nicaragua, and I think that when we feel like we have 
adequately served or adequately met the needs of the areas we can serve in those 
countries, then we will look elsewhere.” (Participant 7 interview, July 2016). 
 
The role of leadership and making decisions based on the mission is an important aspect 
that provided a lens in which organizational growth is view. At times, participants 
identified their leadership as lacking in this regard and developed more during situations 
where growth happened too quickly.  
Two participants identified perspective as a character strength that they were able 
to utilize in making decisions about growth. The wisdom that they used came in different 
ways. Advice from mentors, prior life experience, and strategic thinking were all 
identified as way in which wisdom to make decisions about growth originated. According 
to one participant. 
I was 26 when we started this thing, and you know, you have this vision of, you 
know, we are going to go all over the entire world, and we are going to be in 
every country, it’s that vision-type thinking, and the ways to create the most 
impact in the most efficient way is not to do one project in fifty countries, but do 
fifty projects in one. (Participant 7 interview, July 2016). 
 
One issue that came from participants was the lack of organizational experience. As 
Participant 7 mentioned, there is a temptation for the leader’s vision to become bigger 
than the ability of the organization to accomplish that vision. Objective reasoning and 
clarification of the mission of the organization helped to provide the perspective that is 
necessary when growth opportunities present themselves. 
Integrity, the ability to take responsibility for actions and to act in an authentic 
manner, was also identified as a character strength by two participants (Peterson and 
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Seligman 2004, 249). This included the ability to understand the capabilities of the 
organization, and prepare for what is needed for growth. According to Participant 1, 
There was a point, a couple of years ago, where we had expanded too quickly, 
expanded into neighborhoods a little too quickly, and outgrew our structure a little 
bit. We had to take a pause, and beef up our internal systems, the administrative 
and operative side of things. We had to be clear on what we did well before trying 
to expand any more. We had to stop some things and focus on what we were good 
at. (Participant 1 interview, July 2016). 
 
The decision to stop growth was one that was difficult to make, particularly when the 
opportunities exist for expansion. The willingness to understand one’s own capabilities 
and make changes so that growth occurred was one that participants said was essential for 
the future of their work. Even at times that organizational growth became untenable, the 
ability for leaders to take responsibility and admit mistakes not only helped the 
organization recover, it also helped to enhance between the founder and stakeholders. 
 
	
 
Table 4-19 Virtue Themes in Incidents of Growth Decisions 
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Table 4-20 Character Strengths in Incidents of Growth Decisions 
Developing Partnerships 
	
Every organization is dependent upon others in their work, and this was 
particularly true in the case of social entrepreneurial organizations. Developing 
partnerships was seen by those interviewed as a crucial component to their work, and 
those partnerships provided the ability to not only fulfill their mission, but also to grow 
into new areas. Partnerships came in different forms, including donors, other 
organizations, and local leaders among target populations.  
Virtue Themes Present 
	
Three virtue themes emerged from the data collected. Character strengths within 
the theme of courage occurred nine times, more than any other virtue them. 
Transcendence occurred six times, more than any other theme, and wisdom and 
knowledge occurred four times. The three themes were not as varied as other critical 
areas, but respondents identified character strengths as being more concentrated and of 
greater importance in those identified. 
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Character Strengths Present 
	
Spirituality was identified by six participants, and is seen as being an important 
character strength in different ways, depending on the partner relationship. First, in 
regards to donors, participants acknowledged that they need the partnership of others in 
order to fund their work. They saw the work that their organizations do not as just their 
work, but also as the work that others are involved in also. Partnerships with donors, as 
well as other organizations, were not seen as an outsider giving money and resources, but 
as joint laborers in a mission that God has called all parties to be engaged in, with each 
fulfilling a separate role.  
A similar view was taken in regards to local leaders within their target 
populations. Participants 7 stated the way in which they worked as being different than in 
the past, as they focus on a model of sustainability rather than relief. In order for that 
model to work, partnerships with local leaders were necessary. In that way, local leaders 
and those being served were equal partners with the organization coming. They were able 
to provide support, information, and volunteers, giving them a sense of ownership and 
responsibility rather than an identity as those who just receive from outsiders (Participant 
7 interview, June, 2016). 
Integrity was identified by five participants as a character strength that they 
exercised in forming partnerships. As these entrepreneurs worked internationally in 
cultures that they were not part of, they had to establish a level of trust by those who they 
were serving, as well as the donors who invested their resources in the vision of the 
organization. According to one participant,  
What people say about me is that I stay very focused on whatever is in front of 
me, and what they say about the origination, that they love, is that we say what we 
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are going to do, and then we do what we said we were going to do, and because of 
that I think that we have earned a lot of trust and a lot of loyalty with our partners 
and our donors. (Participant 7 interview, July 2016). 
 
This was important for their target populations, as in the past, participants had 
been informed of other organizations that made promises or goals that were not kept. The 
same was said about donors, who believed in the mission, but needed to believe that the 
organizations are trustworthy and working with integrity with their investments. Showing 
integrity in work, organizational focus, and spending provided the basis not only for the 
short term goals of the organization, but for the future growth of the organization.  
Leadership was also identified as a character strength that they possessed, and 
developed in developing partnerships. The ability to influence, manage, and provide over 
oversight in an organizational was needed for success, but also the ability to allocate 
resources was necessary. Participants also pointed to the role of leadership in providing 
the overall vision for how partnerships work, and the organization’s role in their work. 
One participant stated, 
We’re about empowering the local leaders. We’re not in charge; we are 
stewarding the resources that the donors have given us. We have to be very 
intentional about how we sit at the table, to sitting on the ground, to who opens up 
in prayer, those are very intentional practices. I’m just running an organization for 
change, I don’t live there. So we have had to be very intentional with developing 
partnerships, from the beginning. Today we are doing with, not for. (Participant 2 
interview, July 2016). 
 
Leaders also provided and modeled the organization’s way of accomplishing its goal. 
Understanding and communicating that position was influential in the way in which other 
staff members relate to these partnerships, and the way in which the organization was 
perceived by the public. 
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Another issue of leadership was understanding the limits of organizational 
effectiveness. Participants identified partnership as needed in order to understand how to 
fulfill the mission of their organization. While an organization is focused on addressing 
particular issues, and providing services that are necessary, without partnerships with 
those that they are working with, it could become unclear how these things can be 
addressed. One participant stated,   
“We now had more resources than we had relationships, so there was a pendulum 
swing. Before we had no money and a partnership that was too big, then there was 
more money than we could actually use, and we had to figure out how to scale our 
work and relationships to be able to deliver the same level of excellence to our 
donors. (Participant 5 interview, July 2016). 
 
Partnerships were not an end to themselves, but were an integral part of an organization’s 
work as a whole. Both resources and partnerships are needed, in equal amounts for an 
organization to be effective.  
Understanding how to grow in mission and in organizational effectiveness took 
not only partnerships and funding, but the ability to know how to utilize those things in 
the present and the future in order to have the most impact in addressing issues that affect 
people. Four participants identified perspective as a strength that they had, and 
continually have to use, in developing partnerships. While all participants identified 
growth goals as part of their strategy, growth in the right way and time is more important. 
Partnerships are necessary to enable productive growth and expansion. According to one 
participant, 
We don’t start anything by ourselves, if that makes sense. In order for us to 
expand and grow into a new neighborhood, we won’t do it unless there is a 
partnership that we have with local schools, local churches, other non-profits, that 
are going different stuff. We realized that we can’t do everything. (Participant 1 
interview, July 2016). 
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This view was also shared by other participants. At times participants stated that they had 
moved towards growth without the needed partnerships, and the results were not what 
was expected. The ability to pull back and develop beneficial relationships before 
expansion was a learning experience, and helped to put the role of the organization in the 
proper context. Gaining perspective and wisdom came through these experiences, but 
participants also noted that wisdom was also gained through talking with other 
entrepreneurs and mentors. 
 
	
Table 4-21 Virtue Themes in Developing Partnerships 
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Table 4-22 Character Strengths in Developing Partnerships 
Developing Faith 
	
One of the most critical areas that participants identified was times in which their 
faith had to grow or be developed. Christian social entrepreneurs started organizations 
based on their belief that God led them into a particular type of work, and that calling 
began with faith. As they began the work, and as their organization grew, they 
encountered circumstances that challenged that faith. During those times, participants 
stated that there were numerous resources that they drew upon. Friends, mentors, and 
church communities were all sources that provided them with the ability to examine their 
beliefs and callings, and to continue in their work. 
Virtue Themes Present 
	
In developing faith, the virtue themes of transcendence and wisdom and 
knowledge were present. As would be expected, transcendence was the dominant theme. 
Within that theme, spirituality, hope, and gratitude were all represented as character 
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strengths. Within the theme of wisdom and knowledge, perspective was identified as a 
character strength, but to a smaller degree than others. 
Character Strengths Present 
	
Participants identified spirituality, and in particular purpose, as character strength 
that they had to exercise when tests of faith were encountered. The role of calling, and the 
belief that they had been called by God into this particular work and in starting their 
organizations was influential. Not all participants had a sense of calling before founding 
their organizations. For some, the call become more apparent, and an outgrowth, of 
volunteer work that they were already doing. For all the participants, that sense of calling, 
whether before or after they started the organization, helped to sustain them during trying 
times. According to one participant, 
We raised about three hundred thousand dollars, and we came up short, and we 
needed another two hundred thousand dollars to buy this property to start our 
community center in Mexico. I remember feeling like such a failure. Long story 
short, when it came time to have the funds secured for the property, I was on my 
hands and knees praying, and in that moment, God laid out this vision of, “Why 
don’t you go to the people who own the property and ask them to donate the land 
to us?” And I thought, that’s just such a brilliant idea, but how stupid that we 
didn’t think about that” It was because we were in control of that…there are 
things that we are going to miss, and there are things that God will reveal in time 
that is part of His plan, and that is part of His bigger story. (Participant 2 
interview, July 2016). 
 
By going back and looking at their own personal narratives, as well as the narratives of 
the organization, they were able to strengthen their own faith in that calling. 
Another strength identified by participants was hope. Part of the understanding of 
faith is that there is an optimistic basis of what they are doing. There was some overlap in 
faith and hope, with the belief that as God had called them into starting their 
organization, God would be there to sustain them through the future. When hope was 
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present, it became easier to believe that whatever struggle that they were experiencing 
would be resolved with a positive result. 
Gratitude was also identified as a character strength that participants possessed 
that enabled their faith to grow. While circumstances became threatening to their belief, 
three participants acknowledged that the work that they were doing paled in comparison 
to the struggles that that those whom they were serving were experiencing, as well as 
having the opportunity to be involved in helping others. According to one participant,  
I am constantly deflecting credit, even though I am sacrificing mightily, but it’s 
easier when I am honest with myself, when God gets more glory when people 
don’t know about me…if I’m honest, I am only taking what I deserve, because 
while we are taking about leadership, there is a woman with a third-grade 
education in Africa taking care of five kids that are not her’s. She is sharing the 
love of God with those kids, so if she or those kids never know about me, like, so 
be it. I get to see her taking care of those kids as a practical and theological 
demonstration of the gospel that I claim to want to move closer to. (Participant 5 
interview, July 2016). 
 
That type of gratitude was able to help participants to remember and think theologically 
about their place in the world and God’s calling. It also helped in understanding that God 
was at work through them, and that God was already at work in the areas in which they 
served. Understanding that gave them ability to refocus their energy and strengthen their 
faith to go through whatever circumstances that they found to be challenging.   
One strength that emerged was that of perspective. Two participants identified 
perspective and wisdom as strengths that they found necessary and helped them to sustain 
and develop their faith. One issues that emerged was that of leadership identity and 
failure, which were challenges not only to the participants’ ability to lead, but also to 
their faith in their calling. Exercising faith was important for individual leader identity 
since, as one participant stated, “I can’t internalize the failure of the organization. This 
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could all go away tomorrow” (Participant 4 interview, July 2016). The possibility of 
failure was countered by the faith of the leader. Both participants stated that they had to 
believe more in times of failure, rather than letting that failure define their overall calling 
and mission. 
In addition, perspective allows for leaders to strengthen their faith when questions 
about how the organization will operate and grown come about. According to another 
participant, 
Learning to have peace in certainty and trusting God in the middle of that 
uncertainty for programs and policies that we have been pushing for, and that it 
will be on time, and that staff member will learn to be more effective, and all of 
those things are questions that just don’t get resolved when I want them to and to 
remain a peace and trust in God when all of that is happening. (Participant 6 
interview, July 2016). 
 
The act of developing faith, in particularly for Christian social entrepreneurs, helped them 
to not only to be able to survive difficult situations, but help them in thinking 
theologically about their work. This theologizing aided in leaders remembering the 
beginnings of their organizations and callings, and the reasons for what they are doing. 
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Table 4-23 Virtue Themes in Developing Faith 
 
 
	
Table 4-24 Character Strengths in Developing Faith 
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Summary of Major Findings 
	
In summary, participants were interviewed in order to gather the data to answer 
the questions posed for this study. Critical areas were identified and utilized to provide 
the context that enabled the research questions to be asked, and the data that came from 
those critical incidents was used to determine the virtues and character strengths that each 
participant possessed. The nine critical areas served as a way of focusing on times, 
events, and experiences that virtues and character strengths appeared and were most 
evident. 
Themes and Critical Areas 
	
Nine critical areas emerged from the data, which were categorized under four 
themes. The first theme was organizational development, which included the critical 
areas of hiring of the first staff and growing too fast. This also included hiring staff for 
new programs that were developed. The second theme was that emerged from the data 
surrounded relationships. This included the critical areas of entering into a mentoring 
relationship, developing friendships with those outside of the organizations, and 
developing partnerships, both within the organization and target population, as well as 
outside the organization. A third theme that emerged was internal mental development. 
This included the critical areas of areas of developing a social entrepreneur mindset, 
particularly in assuming the role of an executive leader. In addition, the development of 
faith was a critical area in this theme, particularly in understanding the relationship 
between personal faith in God and being a Christian social entrepreneur. The fourth 
theme was skill development. This theme included the critical areas of learning new skills 
in order to operate and lead an organization, and fundraising.  
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Virtue Themes 
	
The six virtue themes identified by Peterson and Seligman were all represented in 
the data. The theme of transcendence emerged more than the other five virtue themes, 
occurring fifty-nine times. The theme of wisdom and knowledge occurred thirty-eight 
times, secondary to transcendence, but emerged more often than the other virtue themes. 
Wisdom and knowledge was present, after transcendence and wisdom and knowledge. 
Humanity was also represented, appearing twenty-nine times, and temperance emerged 
twenty-seven times. Justice followed and occurred twenty-five times, Courage occurred 
twenty times, the least of the virtue themes.  
Character Strengths 
	
Peterson and Seligman identified twenty-four character strengths in their 
classification, but not all of those character strengths occurred in the data. Fourteen 
character strengths were identified, including spirituality, leadership, love of learning, 
humility and modesty, social intelligence, perspective, kindness, bravery, prudence, self-
regulation, integrity, hope, open mindedness, and gratitude. 
Seven, or half of the character strengths that occurred in the data, were 
represented ten or more times. The character strength of faith occurred frequently, fifty-
two times, far more often than any other character strength. Leadership was identified 
thirty-four times, second in frequency to faith. The love of learning was identified 
twenty-seven times as an important character strength by participants. Humility and 
modesty occurred eighteen times, particularly in regards to organizational growth. Social 
intelligence was also identified as a character strength seventeen times, slightly less than 
humility and modesty. The character strength of perspective was seen in the participants 
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as a character strength that was both necessary and important in leading an organization, 
and occurred fourteen times in the data. The character strength of kindness was the last of 
the seven character strengths to occur ten time or more, and appeared ten times in the 
data. 
Seven of the character strengths that emerged from the data occurred less 
frequently, ten times or less. Bravery and prudence each occurred nine times in the 
interviews. Self-regulation as a character strength occurred eight times, while integrity 
was identified seven times. Hope appeared in the data five times. Open-mindedness and 
gratitude were the least frequent character strengths identified, each having occurred two 
times each.  
Summary of the Chapter 
 
In this chapter, the results of the semi-structured qualitative interviews conducted 
with eight social entrepreneurs who are founders of organizations that have a Christian 
mission as its foundation have been reported. The chapter began with the demographic 
date of participants, as well as identified critical areas in which virtues and character 
strengths emerged. Each critical area was defined, and analyzed. Within each critical 
area, the virtue themes and character strengths that emerged were reported.  
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CHAPTER 5 
	
DISCUSSION AND CONCLUSIONS OF THE STUDY 
	
Overview of the Chapter 
	
This chapter presents a discussion of the data analysis and conclusions of what the 
analysis can inform us about character strengths in Christian social entrepreneurs, in light 
of the major findings of the study in Chapter 4. This begins with reviewing the research 
questions, and presents the answers that emerge from the data collection and analysis. 
Second, the assumptions that were presented in Chapter 1 will be evaluated in light of the 
data analysis. Also, the missiological implications of the results of the study are 
discussed. Next, future directions in the research of character strengths in social 
entrepreneurship are suggested. Finally, a conclusion of the chapter and project will be 
given. 
Revisiting the Research Questions 
	
This project began by asking three questions. In reflecting on the major findings 
summarized in the last chapter from the qualitative interviews and data that was collected 
and analyzed, those questions should be revisited in determining the answers that have 
been arrived at. 
Question 1 
	
What are character strengths that have been influential and beneficial in the 
leadership needed by Christian social entrepreneurs in starting organizations that lead to 
stability and growth in mission? 
Virtue Themes 
	
The narratives and critical areas that have been given by participants yielded 
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several character strengths that were identified as positively contributing to the stability 
and growth of their organizations. While there was a spectrum of strengths represented, 
not all of the character strengths that appear in Peterson and Seligman’s classification 
appeared in participants’ answers. The starting point in understanding these results was 
looking at the virtue themes, which are the overarching categories that were defined by 
the particular character strengths that compose each theme. 
All six virtue themes were represented in the findings of the study. The theme of 
transcendence dominated participants’ answers at fifty-nine times, far more than the other 
five virtue themes, which were more closely occurred. As transcendence involves 
character strengths related to faith, religious observance, and spirituality, this distribution 
is not surprising. All participants self-identified as evangelical Christians, and matters of 
faith and Christian identity were important factors not only in the work that they do, but 
also in their own personal identity. This was not surprising, as entrepreneurs in general 
show a belief in God, God’s relationship to humanity, and God’s involvement in the lives 
of people (Dougherty et al. 2013, 405).  
The virtue theme of transcendence was not limited to the character strengths that 
comprise it. This overlapping of virtue is a common finding (Ruch and Proyer 2015, 4; 
Noftle, Schnitker, and Robinson 2011, 220). In this sense, transcendence formed the basis 
of every understanding of social entrepreneurship and organizational leadership. These 
character strengths were important to the participants, and their experience was that when 
other characteristics, beliefs, or actions became more influential, then their own 
leadership was in danger of becoming ineffective. Participants also viewed the character 
strengths in transcendence as not only contributing to the growth of their organizations, 
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but as a necessary component of their work. 
The theme of wisdom and knowledge occurred thirty-eight times, secondary to 
transcendence, but emerged more often than the other virtue themes. This was not 
unexpected, as many of the critical incidents that caused virtue themes to emerge involve 
decision making and thought processes, which required both wisdom and knowledge, 
particularly for social entrepreneurs (Zhu, Rooney, and Philips 2016, 14; Trivedi and 
Stokols 2011, 15). This also pointed to the importance of the mental, emotional, and 
experiential components that make up the work of social entrepreneurs as a foundational 
issue.  
The theme of wisdom and knowledge also showed that the character strengths that 
composed this theme were necessary for action. The actual functions and work that social 
entrepreneurs did in regards to growth was based on the attainment of new ideas and 
ways of thinking, a trait that is more common to social entrepreneurs than commercial 
entrepreneurs (Saatci et al. 2014, 153).  
Humanity and justice, two themes that both concern one’s relationships with 
others, emerged almost equally in the interview data, at twenty-nine and twenty-five 
times. These point to an important aspect of social entrepreneurship, which involved how 
leaders interact with others, and the ways in which those relationships are important in 
their work. These relationships involved all stakeholders, including client population, 
partners, and staff members. These relationships were essential in the life and work of a 
social entrepreneur, and the ability to understand one’s own priorities was an important 
aspect of understanding the organization’s mission (Humphrey 2013, 288). Also of note 
was the way in which the character strengths that comprise these two virtue themes 
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influence the growth of the organization. As social entrepreneurship is unique in its focus 
on social change, the basis of this work involved people.  
While it may be thought that these virtue themes would have occurred more, this 
was more of case where the role of the social entrepreneur is important. As these 
founders moved from those initially doping the work to executive level positions, the 
needs of the leader changed (Humphrey 2013, 292). The focus moved from the daily 
work where there was continual involvement with the client population to a big-picture 
focus on the organization. In assuming an executive role, the relational virtues did not 
diminish, but the virtue themes that were needed for organizational health and growth 
increased to meet the needs of the organization. 
Temperance and courage were two virtue themes that comprised of character 
strengths that originated internally in a person, involving the emotions and view of the 
world. The character strengths that comprised these two virtue themes occurred twenty-
seven times for temperance and twenty times for courage, similar numbers to the virtue 
themes of humanity and less frequently than themes of transcendence and wisdom and 
knowledge. The need for understanding the personal values, beliefs, and internal 
motivations had this place, and was important in the founder’s role in developing their 
own leadership identity as not just a founder, but as an executive leader with 
responsibilities to lead the organization in both health and growth. 
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Table 25-1 Overall Occurrence of Virtue Themes 
 
Character Strengths 
	
In looking at the particular character strengths that comprised these virtue themes, 
which emerged from the interviews, the role that these character strengths played in the 
growth of these organizations becomes more apparent. One of the most important pieces 
of data that emerged was the identification of which character strengths could be 
identified. While Peterson and Seligman identify twenty-four character strengths in their 
classification, not all of those character strengths occurred in the data. Fourteen character 
strengths were identified, including spirituality, leadership, love of learning, humility and 
modesty, social intelligence, perspective, kindness, bravery, prudence, self-regulation, 
integrity, hope, open mindedness, and gratitude. 
Faith as a character strength was most often identified fifty-two times, far more 
often than any other character strength. This was not surprising as faith was identified by 
participants as the foundation of the work that they are engaged in and the reason for 
starting their organizations. A few participants said that what they began started with 
what they believed God wanted them to do, whether as a vocation or on a volunteer basis. 
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Others identified being engaged in volunteer work as helping others, which developed 
into what they are doing now, with the call from God to be engaged in this work as 
happening during the process, rather than as a distinct moment before any action. 
Faith also was identified as the base character strength need for organizational 
growth. Faith comprises the historic Christian belief in the death and resurrection of Jesus 
Christ, and God’s mission to redeem humanity from the power of sin. This refers not only 
to individuals, but also to social systems that have been corrupted by sin (Wink 1992, 69; 
Heyer 2010, 413-14). 
All of the participants identified their faith and spirituality as the lens through 
which they begin to make decisions, including strategic decisions surrounding growth 
opportunities or development within the organization. They put their faith and trust that 
God is not only guiding the direction that they are going as leaders and as an 
organization, but also in what opportunities to decline. Ultimately, their faith was the 
character strength that they believe was foundational, and the one they most seek to 
continue to develop as leaders, and the character strength that wills able their continued 
mission.  
The character strength of leadership was identified thirty-four times. This was an 
expected character strength that emerged, as the role of organizational leader, and 
especially as founder, requires the ability to manage, set strategy, and develop 
interpersonal relationships in order to build an organization that functions and grows 
(Dolan 2015, 15; Bass and Bass 2008, 18). For some participants, leadership was a 
strength that they had developed to some degree before starting their organizations. For 
others, it was a character strength that they had to develop in the process of starting their 
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organization, as they had no prior leadership experience. In both cases, leadership is 
viewed as an ability that they feel that should be continually developed through 
relationships, study, and involvement with other educational opportunities, including 
formal education.     
The love of learning also was identified as an important character strength by 
participants twenty-seven times. This was a critical character strength, as none of the 
participants had previously been the founder of an organization. Leadership as an 
entrepreneur required a different set of skills than entering a position in an organization 
that is already established and stable (Luthans and Carolyn M. Youssef 2007, 329; 
Agbim, Benapugha, and Oriarewo 2013, 113).  
For a number of the participants, the desire to learn how to build an organization, 
and at times the desire to build a better organization than those that currently existed, was 
an attraction to entrepreneurship. For others, the desire for the work itself was the 
motivation, and they had to develop a love of learning in order for their organization to 
succeed and grow. All of the participants identified the need to learn skills, abilities, and 
strategies as a necessary component to their leadership.  
Humility occurred eighteen times, more than expected as an important character 
strength, particularly in regards to organizational growth. The popular perception of 
entrepreneurs is that of people that have the abilities and resources to build something 
from the ground up. This was noted in particular in studies of ineffective leadership, 
where arrogance, self-importance and personal desire have been identified more often 
(Kellerman 2004, 14; Hmieleski and Baron 2008, 58; Bhide 1994). 
The majority of the participants, however, said they did not have the full range of 
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abilities that they needed, and at times did not know what skills and abilities that they 
needed to be able to build an organization until they encountered challenges that they 
could not answer. They identified the need to have humility in order to be honest with 
themselves that they needed advice, training, and resources that they did not already 
possess. The antithesis of this would be to refuse to acknowledge this need, and thereby 
either fail or, at best, struggle to maintain the current level of operability. Any growth 
was dependent on understanding that there are resources that are needed, and being able 
to admit that need. 
Within Christianity, humility has an important place. In comparison to other 
virtues in classical antiquity, humility is scarcely mentioned outside of Christian 
teaching. The Bible makes repeated references to humility, and the writing of the early 
church fathers and mothers refer to humility thousands of times (Pinsent 2012, 244). The 
fact that humility appears so often in the interviews points not only to Christian belief and 
practice, but also to the way in which Christian teaching is a positive factor in enabling 
these entrepreneurs to approach their work in ways that produce positive outcomes.  
Humility is often beneficial in seeking advice from others. The participants said 
that the willingness to seek out mentors, as well as others who had more experience than 
they did, was a necessity. Not only is humility needed to seek others out, but humility is 
also needed to be able to listen to advice that might be counterintuitive to their own 
experience (Banja 2015, 50; Owens, Rowatt, and Wilkins 2013, 260). 
The majority of participants began their journey having humility, but even those 
stated that they still had to develop this as a character strength in more depth than they 
thought that they would need. This was especially true of those who began with no 
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formal organizational experience or education. As stated, entrepreneurship required many 
skills that are not known until challenges present themselves. The ability to ask for help 
or seek out resources that can help in developing the leadership ability was one of the 
keys to organizational growth (262). 
This also occurred, more fundamentally, on a personal level. Many of the 
participants had to realize their role in the organization, and the organization’s mission. 
While some did experience dramatic success in the beginning, they also stated that they 
faced the temptation to overvalue their role in that success, while undervaluing the role 
that God played in the growth of the organization. Through the help of friends outside of 
the organization, church communities, and mentors, participants said that they are able to 
keep the proper humility in understanding that they are successful not only because of 
their own hard work and talents, but because they are involved in God’s mission to the 
world.  
Social intelligence was also identified seventeen times as an important character 
strength. As these organizations addressed needs of social change, their work inherently 
focused on people. The ability to understand how to appropriately communicate was 
essential, both in sustaining the organization as well as expending the organization’s 
mission and influence (Albrecht 2006, 219-222; Humphrey 2013, 88). The role of social 
intelligences was important in the relationships that participants have in three specific 
areas.  
In hiring staff members, participants pointed out the need to hire staff members 
not only for their skills, but also for their “fit” within the organization. Several 
participants said that when hiring staff members, they look at the basic qualifications, but 
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interview those who are qualified based on how they think that applicants will work with 
others, their desire to serve the mission of the organization, and their character. Being 
able to discern these qualifications required the ability to understand people on a deeper 
basis (Ullah 2010, 106-108; Mamoom 2013, 2-3). For some of the participants, this was a 
learning process where they had to develop the octal intelligence to look for these 
qualifications. 
When fundraising, meeting with potential supporters, and forming partnerships 
with others, there was a need to be able to communicate not only the work of the 
organization, but also its story and reason for existing. According to one participant, what 
was most beneficial in communicating was understanding how donors think, as well as 
the language that they used (Participant 5 interview, July 2016). Donors did not 
necessarily understand the technical details of what an organization did, and this 
information had to be communicated in a way that donors can understand. 
Another issue in regards to donors was understanding their motivation in giving. 
That same participant said that one aspect was understanding whether a donor was giving 
because they understood and believed in the model that the organization was using, or if 
the donor was moved by the needs that the organization is addressing. These two 
motivations both occurred in donors, but leaders had to understand the language that each 
one understands in order to effectively demonstrate what their organization was doing 
(Participant 5 interview, July 2016). 
For those participants that worked in international contexts, this was especially 
important (Rego Cunha, and Clegg 2012, Kindle Locations 923-925; Livermore 2015, 3-
4). They identified the needed to have some intercultural intelligence, or to have an 
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intermediary that understand both the organization and the client population. In some 
cases, these intermediaries were local leaders, and at other times it was the founder who 
had to develop the social intelligence to be able to communicate their organization’s 
mission. 
The role of perspective was seen in the participants fourteen times as a character 
strength that was both necessary and important in leading an organization in 
sustainability and growth. According to Peterson and Seligman, perspective, or wisdom, 
was characterized and can be distinguished as being, 
• distinct from intelligence  
• represents a superior level of knowledge, judgment, and capacity to give advice  
• allows the individual to address important and difficult questions about the 
conduct and meaning of life  
• is used for the good or well-being of oneself and that of others  
 
If modesty did not intrude, individuals with the character strength of perspective 
would strongly endorse such statements as the following:  
 
• I have self-knowledge.  
• I bring both feeling and rationality into decisions.  
• I realize larger patterns of meaning or relationship.  
• I have a wider perspective.  
• I have a strong need to contribute to others and society.  
• I take into consideration the needs of others.  
• I understand the limits of what I can know and do.  
• I am able to see to the heart of important problems.  
• I have an accurate view of my strengths and weaknesses.  
• I am turned to for advice.  
• I behave in a manner consistent with my own personal standards. (Peterson and 
Seligman 2004, 182). 
 
All of these point to the diversity of aspects that can be categorized under the 
character strength of perspective or wisdom. What can be said is that perspective revolves 
around issues that help a person live in the world in a way that is good, productive, and 
based on the experience of living (Bright and Exline 2011, 244; Owens Roat, and 
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Wilkkins 2011, 264).  
Perspective was identified in the participant responses as a character strength that 
they both possess, to a degree, but also as one that they are continually trying to develop. 
While some participants either started their organizations with some knowledge from 
formal education, practical experience in organizational leadership is seen as valuable in 
a way that knowledge alone is not. This was seen in the importance that participants 
placed on relationships with mentors, friends, and other entrepreneurs. These 
relationships gave entrepreneurs the wide lens to view their work, leadership, and 
organizations in ways that they could not by relying on their own knowledge and 
experience, and enabled them to incorporate that wisdom into how they lead in future 
endeavors.  
The character strength of kindness, identified ten times, was important in several 
ways. Most important for the participants was that kindness includes compassion, which 
was a motivating factor for their work. This was significant in that although all 
participants identified their organizations as engaging in work surrounding issues of 
social justice, the concept of justice was not a motivating factor and rarely mentioned at 
all in the interviews. 
The question arose that if these social entrepreneurs were motivated by 
compassion rather than justice, should their work be identified as social justice? What 
was the relationship between social entrepreneurship and social justice? There are several 
things to consider when thinking about these questions. 
First, social justice for Christian social entrepreneurs was part of a larger vision of 
what the Bible refers to as shalom. According to Brueggemann, “Shalom is the substance 
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of the biblical vision of one community embracing all creation. It refers to all those 
resources and factors that make communal harmony joyous and effective” (14). This 
vision sees both help for those who cry out to God, and a responsibility to those with the 
resources to engage in faithful stewardship of those resources for the benefit of all (33). 
According to Nicholas Wolterstorff, 
…shalom is fully present among human beings, and between God and human 
beings, only when there is no injustice in those relationships. Shalom, in that way, 
incorporates justice. Justice in our relationships by no means exhausts shalom; 
shalom is more than justice. But justice is, as it were, the ground floor of shalom. 
And justice in our social relationships, so I have been assuming all along, is 
constituted of enjoying our rights. The conclusion I wanted to reach is now right 
before us. To think of flourishing—the life that goes well—as shalom is to think 
of it in a highly distinctive way. One aspect of that distinctiveness, only one, is 
that which I have just now brought to light. Part of what contributes to the 
excellence of the well-lived life, on the shalom-understanding thereof, is those 
life-goods that consist of enjoying one’s rights—of not being wronged. This 
particular, highly distinctive, way of understanding the well-lived life has no 
name in the philosophical literature. But if I am right, this is the understanding 
that is implicit throughout Christian Scripture. This is the understanding implied 
by what Scripture says about salvation, by what it says about love, by what it says 
about the relation between love and justice, and much more besides. 
(Wolterstorff, 20-21). 
 
The work that social entrepreneurs engaged in was creating communities 
of shalom and engage in social justice work as a basis of shalom. They acted as 
God’s agents in creation, working towards God’s mission in the world. 
Second, social justice is justice. According to Hoang and Johnson,  
In its most direct biblical formulation, justice can best be described as setting 
things right. But how do we even know what “right” is? How do we make sure 
that we are pursuing God’s vision of “right” rather than our own distorted or 
culturally constricted vision as we seek justice? The short but crucial answer is 
that we learn what is right when we look to Jesus Christ and the whole story of 
Scripture. (p. 11). 
 
This points to Christians as understanding a narrative ethic, based on the stories of Jesus 
and the interpretations of Jesus’ story by the early church (Hauerwas, p.119). Christian 
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social entrepreneurship for participants was living out this ethic of “setting things right” 
through the creation of organizations that addressed the same needs of humanity that we 
see in the life of Jesus. 
Justice is not just a mental construct that Christians should believe. Justice is, in 
fact, fundamental to the very nature of God (Wright 2011, 253). According to 
Christopher J.H. Wright, in the biblical understanding, “Justice and righteousness are 
actual things that you do, not concepts that you reflect on” (2006, 366). When Christian 
social entrepreneurs started and grew organizations addressing social needs, they acted on 
behalf of God as God’s agents, reflecting God’s nature to the world. 
Kindness, charity, and related terms are the primary characteristics that droves 
these Christian social entrepreneurs. Accordingly, these began with the love of God, but 
includes the love of others (Clark 2011, 416). Aquinas illuminates this as a motivating 
factor for Christians rather than justice. Clark explains, 
Charity is love, friendship and it is virtue. Aquinas is clear; charity is founded on 
the goodness of God, participation with God, and it unites us with God. 
Therefore, it is a virtue. In response to the objection that since charity is 
friendship, it is not a virtue, Aquinas explains, “For we might say that it is a moral 
virtue about works done in respect of another person, but under a different aspect 
from justice. For justice is about works done in respect of another person, under 
the aspect of legal due whereas friendship considers the aspect of a friendly and 
moral duty, or rather that of a gratuitous favor” (II-II.23.3. ad 1). (Clark 2011, pp. 
416-17). 
 
The motivation that participants identified as the catalyst for starting their organizations 
was compassion for the suffering of others, and the love that God had put in their hearts 
for those people who do not have adequate resources, opportunities, or power to change 
their situations in life. The issue of justice, or fair and equitable treatment, while an 
important issue, was overshadowed by the desire to help those who are in need. 
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Bravery, prudence, self-regulation, integrity, hope, open-mindedness, and 
gratitude each occurred less than ten times in participant interviews, with their 
occurrences diminishing in the interviews conducted. While these did occur in the 
interviews with participants, their sporadic and overall lesser identification made them 
less significant in understanding an overall picture of the character strengths most 
prevalent in Christian social entrepreneurs. Although some, such as integrity, hope, and 
bravery were expected to occur more often and be more significant in the overall profile, 
particularly for Christian entrepreneurs, they were not. 
	
Table 26 Overall Occurrence of Character Strengths 
	
For the purposes of analysis, these character strengths were divided into separate 
categories. In practicality, these character strengths did not function separately, but 
overlap one another. One character strength may be foundational to another, and in turn 
may have had overlap with several others. The character strengths may be understood as 
elements that are interdependent and in relationship to one another.  
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It is more helpful in understanding the character strengths in this way, as opposed to 
individually. Human beings do not exist as separate parts, but as a whole, and in the same 
way those elements of character that are present also occur as a whole. 
Question 2 
	
How do Christian social entrepreneurs think theologically about the relationship 
between their character strengths and building the capacity of their organizations? 
The participants interviewed did think theologically about the relationship 
between their character strengths and building the capacity of their organizations. 
Overall, the connection between the two was not often drawn, but yet was thought about 
in a different way. While some participants were not accustomed to the introspection that 
is useful in understanding this connection, participants did state that they do reflect on 
both, although often separately. The emphasis for entrepreneurs was on action, and 
becoming more effective through action rather than introspection (McMullen and 
Shepherd 2006, 132; Ibarra 2015, 59). 
This often appeared as questions of personal Christian values and leadership 
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identity. Participants said that they are constantly concerned about their leadership styles, 
and the outcome that their styles had upon organizational health and growth. In 
particular, the question of how a leader acted in a way that was faithful to their Christian 
values and beliefs, but still able to make difficult decisions that come from leading an 
organization. The issue of how to interact with integrity towards direct reports, donors, 
partners, and their client populations was of great concern (Harper 2014, 62). Not only 
did participants understand themselves as those who are leading an organization, but 
were concerned about how to represent Jesus, the gospel, and Christian principles to 
those that they are in contact with every day. 
In addition, participants were concerned about their organizations as a whole, and 
the ways in which the work continued to grow. Decisions were made with the best 
available data, but were also made with regards to what they believed God wanted them 
to do in the world. Prayer and relationships with others provided the participants with 
some of the sources that enabled them to do this.  
Also, a majority of participants pointed to events and circumstances where God 
intervened in ways that they had not planned. One participants told the story of being on 
vacation and receiving a call informing them that a well-known professional athlete had 
heard about the work that they were doing, and was making a multi-year, multimillion 
dollar commitment to their organization. This happened despite the participant not having 
ever connected or even knowing that athlete (Participant 4 interview, July 2016). 
Another participant told the story of starting their organization in a small garage, 
which matched their need at the beginning. Soon, the participant was contacted by 
someone who had heard of their work, and wanted to donate a larger warehouse for them 
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to move into, so that they could expand. When they accepted the offer, they discovered 
that the roof of the warehouse was leaking. With no capital to pay for the repairs, they 
held off moving their operation. The next week, the participant was contacted by a 
contractor, who, also had heard about the problem, and donated the supplies and labor to 
repair the roof. In both instances, this participant had not known either party, and saw that 
this was God at work in their midst. 
These types of instances helped Christians to think theologically about their work 
and experiences, and the importance of what they were doing (Kinast 2000, 61; Trokan 
21013, 144). Other participants told other stories where they saw unexpected occurrences 
happen, and those occurrences strengthen their faith that God was concerned and blessing 
their work. This also helped them to not only continue in what they were doing, but 
strengthened their faith as they began to make strategic plans for growth and expansion. 
Mentors were also identified as important people and a resource that helped in 
their understanding of their own strengths, as well as what it means to be both a Christian 
and an organizational leader (Clinton 1988, 29; Pue 2005, 14). In particular, mentors that 
were outside of local church leadership were mention by participants. The advantage of 
being in relationships with older, more experienced Christian leaders helped not only 
their own leadership styles, but also how to make decisions about organizational issues 
within a Christian framework. This is an important aspect, especially in respect to leading 
a non-profit. While pastoral leaders provided advice and direction, the experience of 
leading a church is different than leading a non-profit. Participants sought out mentors 
who could understand both the need to faithful as Christians, but also understand the 
needs of a growing organization. 
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Question 3 
	
What moral and theological resources do Christian social entrepreneurial leaders utilize 
to grow in their character strengths to increase their organizational capacity? 
Participants drew upon various moral and theological resources that are influential 
in the development of character strengths. As each participant was a Christian and 
founder of a particularly Christian organization, maintaining a distinctly Christian 
organization is an important basis of the organization. The development of personal 
leadership traits was seen not only in the context of becoming a better organizational 
leader, but also leading and growing their organizations as a Christian leader. In 
interviews, the participants identified several ways and theological resources that they 
draw upon in order to come better leaders. 
The role of churches and faith communities was an important source of 
theological reflection for participants. For a majority of the participants, the idea for the 
creation of their organization started within the context of a local church. According to 
Participant 1, their organization began as an outreach even of their local church to trailer 
parks located in their cities. After the initial outreach event, Participant 1 continued to 
work with those that they had reached out to, and the work naturally expanded into other 
areas. After a period of time, the ministry became so large that it required a full-time 
director for coordinating the volunteers and resources. It was then that Participant 1 
became its director, and led the transition from a local church ministry to a non-profit 
organization (Participant 1 interview, June 2016). 
Other participants reported similar occurrences. Churches provided a key role as a 
source and context of theological reflection and formation (Cullen, Calitz, and Boshoff 
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2010, 14; Shumba 2015, 157). Those who did not have their organizations start out of the 
local church, still identified their local church involvement as an important factor in their 
development. Not only did their churches help them in their own spiritual formation, but 
also helped in their understanding of the calling of God for each individual. Small group 
ministries, prayer partners, and the support of pastoral staff were all mentioned as 
vehicles through which they were able to grow in their understanding of Christian 
character, which translated into their understanding of themselves as Christian leaders. 
Friendships outside of the organization provided a unique resource for the 
development of character strengths, particularly those that aid in the growth of the 
organization. While this was not a character strength that is specifically categorized in 
Peterson and Seligman’s classification, it occurred often enough in the interviews to 
merit attention. This is not unprecedented, as friendship has classically been view as a 
virtue, by Christian and non-Christian sources (Waddell 2002, 40; Waddell 1990, 14). 
Participants specifically identified friendships outside of their organizations as a 
significant factor in their ability to help their organizations grow, as well as their own 
growth as Christian leaders.  
A majority of participants identified outside friendships as relationships that were 
important in not only being leaders, but also as being normal people with the problems, 
stresses, and issues that everyone faces. These friendships were different than mentoring 
relationships, in that friendships were among those who are equals, and not necessarily 
with those who were involved in the same type of work. This reprieve from the 
relationships that are focused on organizational issues or issues of leadership allowed 
participants to be themselves, and satisfied the emotional, psychological, and spiritual 
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needs that could not be met in other ways. 
One way in which friendships were significant was in their ability to help leaders 
be grounded in the reality of being human. One participant identified outside friendships 
as being the way in which they do not become either overwhelmed by their own 
responsibilities, as well as not becoming overly confident in their own abilities 
(Participant 5 interview, July 2016). Friends provided a link to a person’s identity as a 
fallible human being, rather than the identity as the one who carried the weight of having 
to make all of the correct decisions, actions, and presentation that founders of 
organizations were required to sustain on a daily basis, as well as encouraging a positive 
emotional state (Sekerka, Vacharkulksemsuk, and Fredrickson 2011, 169). 
These outside friendships were with other Christians, provided a common set of 
values, beliefs and desires, as well as a resource for differing opinions. According to 
Hauerwas and Pinches, “Christians cannot accept a vision of friendship which excludes 
(or overcomes) otherness in the friend, or which shelters her from sharing our sufferings 
and defeats” (44). Talking with friends helped them in getting outside perspective of 
issues that they were dealing with at an organizational level, provided insight into their 
own issues of character and virtue from those who had no stake in the organization, but 
only concern with their friend’s health and well-being. Without purposely being about 
their character strengths or theological understanding of what they were doing, these 
types of conversations still enabled participants to grow in both of these areas. Several 
participants mentioned that they could not be the leaders that they are and help their 
organizations grow without the benefit of these friends. 
The moral and theological resources mentioned by participants were all in the 
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form of relationships. While many of the participants are involved in bible studies, attend 
weekly worship services, and are involved in their churches, the gaining of information in 
those types of formal Christian settings were not identified as major sources of moral and 
theological reflection. Rather, it was Christian friendships that predominated the answers 
as to how they developed the character strengths and virtues that enable them to both lead 
and grow their organizations.  
Revisiting the Assumptions 
	
Assumption #1 
	
Christian social entrepreneurs approach their endeavors within a missiological 
framework, with the belief that who they are as Christians has significance in God’s work 
within the world. While this belief may not be formalized, it underlies their leadership, 
strategy, decision-making, and development of their organizations. Strengths of character 
and virtue are part of their identity as Christians, and help to positively impact their work 
as leaders and entrepreneurs. 
Participants identified a missiological foundation to their work. The language that 
they used was not necessarily the language that one would find in the language of 
academically trained missiologists. Rather, they understood their work as being the work 
of God in the world. One of the reasons for this distinction was the lack of formal 
theological education of the participants, whereas the majority of participants who had 
formal higher education came from programs of business, law, and education. Another 
reason was that the language of missiology might be prohibitive when talking to others, 
and participants stated that they needed to speak in terms that stakeholders are able to 
understand, and made the pragmatic decision to utilize effective communication methods 
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that are appropriate in the context of the relationship in order to help others become 
involved in their work (Albrech 2006, 54; Browning, Morris, and Key 2011, 567).  
While participants identified their work and organizations as social justice work 
and organizations, their concept of their work was a distinctly Christian social justice, 
moving toward a vision of shalom. Participants identified love and compassion as the 
motivating factors that began their journey. They were more motivated by the lives, 
conditions, and lack of resources of those who their organizations serve. 
Character strengths and virtue provided the leadership identity of participants, but 
those were based in their own identity as Christians. This translated into the decisions 
that were made, the strategy used, and the ways in which participants engage as leaders 
with others. As a result, their organizations were created and operated as distinctly 
Christian organizations based on their understanding of who God is and God’s desires for 
them and their work. 
Assumption #2 
	
Each individual leader possesses particular character strengths and virtues. Some 
strengths will be more developed and core to their identity than others, and be more 
significant in accomplishing their work. These character strengths may or may not be 
known by the individual leaders, but are evident in their actions and leadership. 
My initial assumption that participants would have some strengths that are more 
developed and core to their identity than others proved to be true. In utilizing Peterson 
and Seligman’s classification of twenty-four character strengths, only fourteen of those 
character strengths were identified in the interviews across the experiences of all 
participants. Within those fourteen, not all were identified in and by each participant that 
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was interviewed, but rather different strengths were identified in each critical incident. 
While there were commonalities across the spectrum, no two participants demonstrated 
the same character strengths in the same critical incidents. This points to the uniqueness 
of each individual and their leadership style, while at the same time showing a smaller 
spectrum of character strengths that are present.  
In conducting the interviews, participants were, at times, surprised at the character 
strengths that were present in the incidents. There appeared to be two primary reasons for 
this. First, some participants, while used to reflecting on their leadership practices, were 
unaccustomed to reflection on their leadership practices in relation to their own character 
strengths and virtues.  
One of the reasons for this was that reflection on one’s self was felt to be self-
indulgent, rather than as a leadership development exercise. These participants felt more 
comfortable talking about their organizations, work, and leadership from a more 
objective stance. Some of this may be due to their background, as well as their focus on 
developing their strengths to meet the challenges in their organizations, rather than 
introspection, which could be more time consuming or pushed to the side in order to 
address issues that they face in their work (McMullen and Shepherd 2006, 132; Ibarra 
2015, 59). 
In the interviews, participants identified character strengths that they knew that 
they possessed, as well as those that they did not possess. In regards to those character 
strengths that they already knew that they had, these strengths came from a combination 
of their own individual strengths from their personal identity and their own spiritual 
formation. Differentiating these two to find the origin of their character strengths was not 
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entirely possible, as the two are interwoven and interdependent. 
Assumption #3 
	
Character strengths originate and are intertwined with the values of a leader. 
While there may be certain character strengths that are particular to social 
entrepreneurs in general that enable them to start and develop their organizations, 
Christian social entrepreneurs will possess character strengths that are particular to 
Christian disciples. The character strengths that are possessed by Christian social 
entrepreneurs are necessary in developing Christian organizations, and will differ in 
their importance if compared to non-Christian social entrepreneurs. Therefore, the 
character strengths possessed by the subjects of this study will not only contribute to the 
creation of an organization, but will contribute to the creation of a distinctly Christian 
organization. 
In the interviews with participants, it was shown that the values of the leader, and 
in particular their Christian values, were positively correlated to their character strengths. 
As character strengths are developed from virtues, the components and bases of the 
character strengths identified originate with the values, beliefs, and core identities of the 
participants. Christian belief in God’s mission in this world was identified as the 
beginning of their work.  
All of the participants identified their faith as the base component of the work 
they do, and that a calling from God was involved in their journey of starting their 
organizations. Not all identified this calling as coming before they started their 
organizations. The majority were involved in their work on a voluntary basis before the 
idea of starting an organization was an idea. Their understanding of God calling them to 
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be involved in their work, and in organizational leadership, often came after they had 
already formed the organization. Their calling became clear after they were already 
involved. The stories of a sense of calling coming through opportunities and experiences 
is not uncommon (Haney-Loehlein et al. 2015, 20-22). 
One example of the way in which these values and strengths of character became 
important was seen in the views of financial integrity. Many of the participants published 
their year-end financial data on their websites for those in the public to be able to access. 
Participants said that this is an important aspect of their organizational image, in that they 
want to establish trust between the organization and potential donors, supporters, and 
volunteers. While this is an important strategy for any nonprofit to engage, participants 
said the publication of information was more than just a strategy. Rather, it was a way to 
show the public that they are accountable to their stakeholders for the resources that they 
have been given. More so, as a Christian organization, they wanted to be transparent in 
the ways in which financial resources are used, especially in regards to the ways in which 
some Christian organizations have mismanaged resources in the past.  
As participants believed that not only are they responsible to the public, they also 
believed that they are responsible to God for their actions. These values formed the basis 
of the distinctly Christian character of the organizations and their missional focus. This 
formed the organizational identity of their nonprofits. The work in which they were 
engaged in was not only for the good of the world, but was an outward expression of their 
belief in God. In understanding this basis, participants identified love and compassion as 
the basis of the work that they do. 
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Assumption #4 
	
There is a relationship between the character strengths possessed by a leader and 
the growth that occurs through their leadership. These strengths may or may not be the 
same among different social entrepreneurs. There will be, however, character strengths 
and virtues that are dominate in individuals, which serve to positively impact their work. 
This assumption proved to be true, although the results some of the results were 
unexpected. In the data collected, a positive correlation is seen between the character 
strengths possessed by a leader and the growth that occurs through their leadership. Some 
of the character strengths that occurred were expected, such as the love of learning, 
leadership, and spirituality. However, several of the character strengths that were 
particularly identified by participants were surprising. 
One of the more surprising character strengths to be identified as a strength 
related to growth is humility. Half of the participants identified humility as a character 
strength that positively contributed to their ability to help their organization grow. The 
participants talked about this in several ways. First, humility was seen as needed in order 
to gain the knowledge to be able make decisions, develop strategic objectives, and to be 
able to develop the right partnerships. Humility was important because, at its basis, it is 
the ability to realize that any leader does not possess all of the knowledge and experience 
that is required to navigate the complexities of organizational leadership (Senge 1999, 
331; Owens, Rowatt and Wilkins 2011, 263). Participants said that they needed to 
recognize how much they did not know, and be humble enough to seek out mentors, 
resources, and partners that could help them in their own leadership. 
A second way that humility was a catalyst for growth was in understanding their 
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own place as Christian leaders. Participants acknowledged that, at times, initial success 
caused them to put their trust in their own abilities, rather than seeing God as being the 
one who was at work in their organization. By developing the humility to understand that 
their own hard work was only part of their ability to grow, allowed them to be more 
aware of the ways in which God is directing their organizations and their work. The 
temptation of inaccurate self-image as leader and expert was tempered by their 
understanding that their leadership and their organizations were involved in God’s 
mission, and that success comes from that understanding, and not only from their hard 
work. 
It is also important to note that the character strengths do not emerge solely from 
the leader, but are also developed through specific contextual situations (Sweeney and 
Fry 2012, 95; Cohen et al. 2014, 947). While participants did identify character strengths 
that they possessed as they began their organizations, they also noted the times at which 
character strengths emerged or had to be developed. This is not an uncommon 
phenomenon, as situational pressures and dynamics are a significant determiner of action 
required. These actions were produced from the strengths of the leader. These crucible 
experiences helped to define not only the leadership that is necessary, but also what 
strengths needed to be developed (Thomas 2008, 7). Participants, in talking about the 
critical incidents that they experienced, noted that the circumstances brought out issues of 
character and virtue, particularly in regards to the Christian beliefs and values that they 
considered to be at the core of their own identity as Christians and as foundational parts 
of their organizational mission. 
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Thinking Theologically about Character Strengths and Organizational Leadership 
	
In asking about the ways in which participants thought theologically about the 
relationship between their character strengths and their influence in the way in which the 
grow their organizations, five specific areas emerged. 
First, the participants did not formally think about this relationship in theological 
language before beginning their work. Their reflection came about while during their 
work. David Bosch notes that the New Testament was written in response to the 
situations, emergencies, and context of the early Christians, and were forced to theologize 
within their missionary work (Bosch 1991, 16). A similar situation occurred in the lives 
and work of the participants. According to Participant 1, 
“When your starting something from the ground up, you get so overwhelmed by 
the work that it kind of takes over everything. Thinking about this as a calling 
from God and what that means kind of happens along the way. I never had that 
many chances, especially in the beginning and before we had a bigger staff, to sit 
back and think about it. Of course, it happens when I have to make a decision 
about something. But that kind of thinking came about more later.” (Participant 1 
interview, July 2016). 
 
This type of theologizing was based on current needs and situations, and allowed 
for the participants to be able to not only think through their own character strengths, but 
also the ways in which God was active in forming them as leaders. This was a reaction to 
the present, rather than being a careful reflection that was divorced from the current 
situation. This made their work of theologizing practical in nature rather than theoretical. 
A second way in the which the participants’ theologizing emerged was that it 
occurred in community. While participants have thought about their character strengths 
and leadership while alone, the most important thinking occurred when talking with 
others. Participant 5 noted that, 
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“Sometimes I have to get out of my own head. You know, it's easier to get caught 
up in looking at ourselves in a certain way, but the truth is that I don't always have 
the right idea about myself. When I think about what I'm doing leading this 
organization, I think, ‘This is what God wants me to do.’ It's better to talk to one 
of my friends or someone who I trust to get a better idea if I am on the right track. 
But it also helps to talk about it because sometimes that's the way I can think 
about it.” (Participant 5 interview, June 2016). 
 
Relationships were one of the most important resources that participants 
identified. While the popular conception of an entrepreneur sees that person as a singular 
leader, the participants pointed to the fact that the work they do could not be done 
without others. This appeared significantly when the participants were asked about the 
ways in which they think theologically about their leadership and work. 
A third, and similar, concept emerged. While the theological reflection of the 
participants occurred in community, it was often in the company of those close to them in 
their work. This was not, however, the only type of community that they engaged in. Six 
of the participants identified attending events with other Christian entrepreneurs as a way 
that they theorized about their leadership and work. Participant 1 reflected on this in 
saying, 
“The great thing about this is that everyone is alike and different. What I mean is, 
we are all both Christians and leaders of Christian organizations. But we do 
different things. One person may be working in healthcare, another with refugees, 
and so on and so on. So, we are all working in different areas, but have the same 
kinds of challenges. Because we all have different experiences and work in 
different areas, we figure out how to do things that work for us. When I talk or 
hear about the way someone else does something, I learn something new. And it 
may not work for me, but it helps me think about what God wants for me as a 
leader, and for us as an organization. Much better than just sitting in my office 
talking to my staff. It gives a different perspective.” (Participant 1 interview, July 
2016). 
 
The diversity of thought being a catalyst is not a new concept, but for many of 
these leaders, the day to day work tended to isolate them from others. By being able to 
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network with other Christian entrepreneurs, the participants were able to reflect on their 
own practice and mission in ways that could not be done isolation. The relationships built 
during these events also allowed for the participants to remove themselves from their 
own work, which in itself helped to allow for the space to think not only about the 
effectiveness of their leadership, but also to think theologically of their leadership and the 
mission of their organizations.  
A fourth way that participants thought theologically about their character 
strengths and leadership was their involvement in mentoring relationships, particularly 
with mentors that were mature Christians, as well as experienced organizational leaders. 
As with the previous ways discussed, theologizing occurred predominantly in the context 
of relationships. In particular, participants noted that mentoring relationships helped in 
ways that other relationships did not.  
One reason was that mentoring relationships provided challenges to mentees, 
through a close, personal relationship. This closeness allowed for openness, honesty, and 
questioning that felt safe to the participants. While the participants stated that they did 
find some of this among networking with their peers, that type of relationship was not 
based on the same belief in God’s call to this type of work, so there was a barrier that 
occurred.  
Participants said that mentoring relationships provided access to the experience 
and practical realities of organizational leadership that the participants did not possess. 
This was especially important in thinking theologically about their work. One participant 
said,  
“In the beginning, I thought I had a pretty good grasp of things. But they we grew, 
like really fast. All of a sudden, I'm having to deal with this huge amount of 
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money that we had raised, more opportunities than we had when we started, and 
working crazy hours trying to keep everything going. It's easy to get 
overwhelmed, to lose focus on what we were trying to do. When I began working 
with my current mentor, he was able to help me work through all of this. But in 
the middle of our conversations, he would stop and say things like, “What is God 
saying to you? What is it you’re really trying to do here?” That helped me to think 
differently. Yeah, I'm the leader of this organization, but not just any 
organization. An organization trying to do what God has called us to do. Those 
conversations helped me to do that, to remember the reason for this.” Participant 4 
interview, July 2016). 
 
The impact of mentoring relationships was very important to the participants. The 
mentors that participants had were Christians and organizational leaders, and because of 
that were able to guide the participants in ways that non-Christian relationships did not. 
The value of having a relationship with someone that had organizational leadership 
experience as a person of faith was that they enabled the participants to be able to think 
within a Christian framework. 
While it could be assumed that any founder of a Christian social entrepreneurial 
organization would think theological, often the demands of founders became 
overwhelming. The desire to understand their place in God’s mission to the world was 
there, but they still had to learn how to think how to implement that vision while still 
being able to handle the organizational demands, which was something that few were 
prepared to do as they started out.  
The fifth area in which participants were able to theologizing about their 
leadership and their organizations came through they relationships with friends, 
particularly with those friends that had no association with the organization. 
Relationships were important in the way that participants thought theologically about 
their work, but in other cases these relationships were directly connected to the work of 
organizational leadership. Friendships with those not connected to the actual work of 
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leadership or organizations provided help that was not found in those other relationships. 
One of the reasons that outside friends helped in the theologizing of participants 
was that, while not sharing in the work of the organization, they did share a set of 
Christian values and convictions about the ways in which God had called them to live. 
According to one participant,  
“There's a women's bible study that I'm a part of. To them, I'm just another 
woman working in a professional capacity. They what I do, but it's a different 
thing, being in a nonprofit, and they don't really understand the complexities of it 
all. But they give me the friendship that I need as a person. We talk about how our 
work, families, and everything else overlaps, about how God is speaking to us in 
each area. I don't have to be the founder, the one responsible, the one who keeps 
everything together. They help me to be one of God’s children. That time when 
I'm just a normal person like everyone else helps me to hear from God about 
what's going on at work. Kind of like a little retreat, in a way, where I can just in 
the midst of friends. That's where I grow, that's where my character as a Christian 
is formed.” Participant 3 interview, July 2016). 
 
Another reason is that the participants shared significant personal ties to their 
friends. One participant recalled their relationship with one their friends by saying, 
“…this is a guy I've known since college. We have a history together. He knows 
me. He's seen me at my best and at my worst. In a way, he’s like, God’s hands 
and feet in my life. We do talk about what I'm doing at work, but it's different 
talking to him. He doesn't know the inner workings of everything, so he’ll ask me 
questions coming from a different perspective. I'll describe something that's going 
on, some grand plan I have, and he’ll say, “yeah, that's nice. Now how's that 
related to what God is doing in you? That makes me look at myself, at who I am, 
at what kinds of gifts I bring as a leader.” (Participant 6 interview, July 2016). 
 
Personal friendships were very important in the way in which participants thought 
theologically about their work. In particular, they talked about the influence of one on 
one relationships, differing from the participation in small groups. These relationships 
allowed them to be honest and open, which in turn formed closer relationships. As their 
friends did share with them a common life as Christians, the ways in which God was at 
work in their lives as leaders arose, and helped them to gain perspectives that they could 
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not get in the context of other relationships. It was important that these friendships were 
not associated with their work, and those outside opinions helped them in seeing 
themselves in a truer light, particularly from a person that they considered an equal. 
Theologizing Justice 
	
All the participants identified their organizations as ones that worked in the area 
of social justice. However, justice was not the way in which they identified what they and 
their organizations did. In the view of the participants, what they were doing was 
compassionate ministry to people who were in need. The concept of their work was based 
on compassion, not a mission of justice. One participant said that, 
“The first time that I went there, there was no organization yet. It was just a 
church thing. It was literally about eight or ten of us with some tools. When we 
got down there and starting working, it was a weird thing. On one hand, it was 
great. We were just happy to be able to do some good. But on the other hand, I 
looked at these people, and it just broke my heart. I’m mean I came from a place 
where I had enough. It just kept hitting me, this is not how God created the world 
to work. I wanted to do something to really help. How can you go into a situation 
and not have compassion for these people and what they’re going through?” 
(Participant interview 3, June 2016). 
 
This view was true for the majority of the participants. Initial encounters with the 
target populations brought about an emotional response to the suffering or need of the 
people that they met. The concept of social justice that they had was not based on a sense 
of people not living in a way that they deserved, but rather was based on love and 
compassion (Wolterstorff, 20-21, Nardoni 2004, 208-209). This love and compassion 
came about theologically, from the love of neighbor that they experienced, and the desire 
to help others. 
Another idea that emerged from interviews with the participants is the 
relationship between love and justice, and the way in which they theologized about their 
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work. The participants were aware of the idea of social justice, but did not define social 
justice in the same ways that others have defined it. For the participants, while they 
consider what they do to be social justice, the basis of social justice comes from their 
own theological understanding of what it means to be a Christian (Nardoni 2004, p. 267; 
(Miles and Villiers, 210, 149-150). One participant note that, 
“What we do is social justice. But when I think of justice, I think about something 
like being in a courtroom, like when a law has been broken. That’s not what 
happens when I work with people. I see them through the eyes of love. These are 
people that God loves. And what they are going through is not that love wants. 
It’s not something that God wants. Jesus changed my life, and I have that love 
that God has for these people in my own heart, so I see, I feel what God sees and 
feels. At least I think I do, from my understanding of the bible. So, our work 
doesn’t start with trying to fix some law that has been broken. Our works starts 
with love. In the end, I think the results that we work towards is social justice, 
helping to make better what is broken, is what we see. But not in the same way. 
It’s a Christian version of social justice. And since its Christian, it begins with the 
love of God and the love of neighbor.” (Participant 4 interview, July 2016).  
 
This echoed the feelings of other participants. Their leadership and their 
organizations work from a distinctly Christian understanding of social justice. Their 
motivation began with love and compassion rather than a sense of forensic justice. The 
actual work that they did was in the end social justice, and that is how they identified it, 
but the motivation and end result were, from beginning to the present, theologized in 
response to their understanding of God and the Christian life (Newbigin, 1977, p. 111; 
(Padilla, 2005). While most of the participants had no formal education in classrooms to 
help form their definitions and understanding of social justice, they theologized and 
developed their visions of social justice through the work that they were involved in.  
Other participants made similar statements. In a similar vein, some participants 
saw their work not only as being based in love and compassion, but also as a 
responsibility. One participant said that, 
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“When we go into some of these villages to set up medical care, I look around and 
think, “Man, we have it so good.” I didn’t come from a wealthy family or 
anything, but going to the doctor wasn’t such a big deal. Here, it’s a whole other 
thing. Where I come from, we have really been blessed. I think that gives us a 
responsibility. I can’t go over there and think, “They’ve got bad, and I’ve got it 
good,” and leave at that. God has put me in a place where I can do something. If I 
don’t, then what does that say about my relationship with God? I think about the 
parable of the talents and other things that Jesus said, and I know that God has 
given me so much that I am responsible for. It’s not like I think that God is going 
to punish me or anything like that. It’s more like, I’ve been entrusted with 
resources, networks, and people around me to build this organization that can 
help. We may not be able to solve all the medical problems that people face in 
this village, but that’s not going to stop us from trying. We have the resources, 
and I know that we can help. If I truly love God and understand what Jesus has 
done for me, how can I not feel a responsibility to be a good steward of those 
blessings?” (Participant 6 interview, June 2016). 
 
The idea of stewardship was a theme that occurred in several of the interviews. 
The participants relayed that they understood that they lived lives that were better than 
those that they met. They did have a sense of responsibility for utilizing not only the 
physical and financial resources that they had access to, but also utilizing their gifts in 
leadership as well. Many of the participants referenced their understanding of the love of 
God and neighbor as an influential aspect of how they thought about their work. Along 
with that, some felt that responsibility to live that out through their leadership and work 
in creating organizations that showed that love to those who were in need. 
One participant put it this way, 
“I didn’t have anything. I barely got through high school. I was working for the 
fire department when I became a Christian. Jesus changed my life. Not just about 
going to heaven when I die. Everything changed over a couple of years. I became 
a better person. I became responsible for my own actions, a better fireman, a 
better son, a better friend. I didn’t deserve any of that. Nothing I did before I was 
a Christian made it possible to live a better life. And if that kind of change can 
happen to me, how could I not want that for everyone else. Like I said, it wasn’t 
just about what happens when I die. Jesus gave me a better life right now. So 
that’s when I started looking for a way to help people change like I did. A lot of 
the young men I work with came from bad home lives, they made bad choices. 
So, I have an opportunity to help them and show them who God really is. I help 
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them get their G.E.D.s, help them find what kind of life God wants them to have, 
help them to take responsibility for their actions. And I do that by teaching them 
to be craftsmen. Every morning when I go in, and think about this organization 
that God called me to build, I first think about how God wants to change the lives 
of the young men.” (Participant interview 7, June 2016). 
 
This sense of responsibility was also not seen in the sense of something that had to be 
done, but in grateful response to God’s work in their own lives.  
Social Entrepreneurship as Missiology 
 
The definition of missiology has been debated within the field, with various 
understandings of what is meant. As an example, mission has been defined as centering 
on the conversion on non-Christians, the planting of new churches, or the expansion of 
missionary activity into new cultures (Goheen, 2014, Kindle Locations 190-191, Bosch, 
2005, p. 2; Kirk, 2000, pgs. 3-4). These definitions are based on past mission history that 
was bound in the context of eras where particular understandings of mission were 
dependent on the activities of Christians during those periods. In more recent history, 
mission has come to be understood as multifaceted, and it is necessary to speak of various 
ways in which mission is enacted, rather than one static definition (Bosch, 2005, p. 3-4). 
The study of how this mission of God is being accomplished has also expanded. 
Missiological scholarship is a cross-disciplinary field of study, and in recent years, has 
developed to include many areas of study (Tippett, 1987, pgs. xiv-xxv; Van Engen, 1996, 
pgs. 3-4). History, communication, theology, leadership, and many other disciplines have 
converged to study the ways in which God’s mission to the world is being enacted. The 
varieties of disciplines being used in missiology are needed to understand the variety of 
expressions that mission takes. Mission, and missiology, is not a static phenomenon, but 
rather a fluid one that changes in response to the context. As water can be observed as 
147	
	
liquid, solid, or gas, so mission adapts to the environment and boundaries where it is 
present. 
Recent missiological literature has pointed to this reality. Michael Goheen has 
offered one definition that is helpful: 
The church’s mission is to participate in God’s mission to restore the whole 
creation and all of human life. If the scope of salvation is as broad as creation, our 
participation must be equally broad. The gospel is a gospel of the kingdom— the 
restoration of God’s rule over the world. The church is a sign, foretaste and 
instrument of the kingdom of God in the world, a community that says with its 
life, words and deeds, “Jesus is Lord over all.” Central to the kingdom of Jesus is 
a life of self-giving love for the sake of others. All of this commits the church to 
the justice and mercy of the kingdom. (Goheen, 2014, Kindle Locations 4063-
4067).  
 
This definition points to a reality that mission is more holistic, and addresses the many 
contexts and issues that are part of God’s mission to all people, cultures, and institutions 
throughout the world. In doing so, this definition expands the idea of mission beyond 
personal salvation to God’s mission to all of unredeemed creation. 
While the concept of holistic mission has been seen by some as a recent 
development, it is not. Part of this thinking has been influence by Western conceptions of 
life, where spiritual and physical needs are separated from one another. This, however 
has not been an issue for majority world thinkers, who have always understood the 
interconnectedness of life (Woolnough 2010, 4; Mombo 21010, 40; Paredes 2010, 115). 
Holistic mission is that  
…which addresses all aspects of human and social life, and seeks not only 
to address problems of sin, the fundamental root of all injustices and 
poverty, in the individual, but also to address those problems at the 
community, national and inter-national level. (Woolnough 2010, xi). 
 
It is this understanding of mission that the participants in this study have viewed 
the world, their leadership, and the work of their organizations. These entrepreneurs 
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have been moved by a vision of God’s love that not only includes conversion of 
individuals, but also conversion of circumstances, social structures, and healing from the 
sins that have perpetrated against those individuals. The concept of mission that the 
participants talked about was the gospel that spoke to redeeming the whole person, 
spiritual, physical, and emotional, and not just one part of lives of individuals.  
 Within these new expressions of mission, social entrepreneurship has entered into 
the field of missiology. Within this study Christian social entrepreneurship is defined as 
the activity of non-profit organizations that seeks to address specific social needs, as a 
part of the mission of God to the world. The work of the participants, who self-identify as 
social entrepreneurs, is not just work that helps those in need, but is part of God’s 
mission. According to one participant, 
“When I started out and began telling people what I was doing, I always felt the 
need to explain it in terms of what God wanted. Growing up, we would have 
missionaries come to church and tell their stories. It was always about being in 
some far away country, telling people about Jesus. But there came a point when I 
was in college where I started to think that the gospel had to be bigger than that. 
Does God only care about getting us to heaven? What about here, now? If the 
gospel doesn’t include changing our lives here and now, what are we really 
talking about? If someone is dying from hunger, and a missionary comes and tells 
them about going to heaven, aren’t they to say something like, “If your God is so 
great, couldn’t he give us food so we won’t die?” And that’s the kind of thing that 
moved me to do this in the first place. If I didn’t think that what we are doing is 
part of the gospel, I would find something else to do. But I believe it is. So, when 
I started taking to people, especially in churches, I tried to explain that God cares 
about the things that these people are going through right now. That part of the 
gospel is help for people right here, right now.” (Participant 2 interview, July 
2016). 
 
This way of viewing social entrepreneurship as enacting the gospel to those in need was 
echoed by several participants. They understood that work of social entrepreneurship is 
part of God’s mission to the world (Newbigin, 1995, 135; Padilla, 2005). This holistic 
understanding not only is part of the way in which participants thought theologically 
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about their work, it also undergirded the organizational strategies, actions, and futures 
that these leaders view.  
While the term “social entrepreneurship” is new, the concepts and actions of these 
organizations are not (Sider, 2005, 13; Tizon, 2008, 5-10; Woolnough and Ma, 2011, 6; 
Graves, Blanchard, and Kwan, 2013, 5). Throughout missiological history, nonprofit 
organizations, nongovernmental organizations, and justice ministries have operated based 
on the understanding of God’s mission as being holistic, viewing human suffering and 
need as areas that have yet to be reconciled to God. As agents on God’s mission, they 
have enacted the reign of God here on earth in tangible ways.  
As social entrepreneurship has grown, it has added skills and expertise that past 
organizations have lacked, or not emphasized in their mission. Social entrepreneurs in 
this study brought or gained skills in business, organization development, and leadership 
studies. Often these skills were gained in secular institutions of learning, and applied 
through the lens of Christian mission (Graves, Blanchard, and Kwan, 2013, 11). The 
addition of this type of knowledge has greatly increased their ability to serve those in 
need in new ways with a different type of thinking than previous organizations, whose 
founders did not always have access to that type of knowledge.  
Social entrepreneurs enact the love and compassion of God for people through 
their organizations. When missiology is understood as a holistic discipline and action, 
social entrepreneurs fill a void that cannot be filled by a local church. Their 
understanding of this aligns with Carl F. H. Henry when he said that, “There is no 
room…for a gospel that is indifferent to the needs of the total man nor of the global man” 
(Bosch 1991, 404).   
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These social entrepreneurs in this study viewed their organizations in a holistic 
way, seeing their work as addressing the entirety of needs of people, rather than solely 
focusing on spiritual needs. Holistic ministry has seen a growing importance in 
missiology in recent decades. Rather than solely looking towards the conversions of 
people, participants viewed the reality of situations such as trauma, health needs, 
education, inadequate housing, and similar needs as areas and systems that are fallen, and 
yet to experience the redeeming of God (Bosch 1990, 407; Padilla 2005; Goheen 2014, 
Kindle Locations 8393-8394). Participants worked to bring God’s love and compassion 
to those whose lives were lacking in basic necessities for living, as God’s representatives 
and agents on reconciliation.  
The participants in this study all identified their organizations as social justice 
ministries, an integral part of who they are and what they do. Social justice ministries 
have a long history within missiology. For these participants, social entrepreneurship 
utilizes not only the calling and desire to fulfill a mission, but also practical business, 
organizational, and non-profits skills to create organizations (Graves, Blanchard, and 
Kwan 2013, 32).  
This study has shown that those involved in holistic mission have been able to 
create organizations with missional foci by identifying those character strengths that 
enabled them to do so. As these characters strengths have been identified as sources that 
contributed to the successful growth of their organizations’ mission, these character 
strengths can rightly be viewed as missional virtues. In the interviews conducted, it was 
seen that some participants naturally possessed those virtues that were needed; in other 
cases, those virtues needed to be developed in response to the context and needs of the 
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mission of their organization. 
Contribution to Missiological Literature 
	
This study contributes to the current missiological literature in four ways. First, 
this study has shown the relationship between character strengths and organization 
growth. Studies on organizational growth are not uncommon, but identifying the 
character strengths and virtues of practicing Christian social entrepreneurs that contribute 
positively to organizational growth has not been fully explored in the past. This study has 
shown, through in-depth interviews with Christian social entrepreneurs and the stories of 
their journeys as organizational and missional leaders, that, indeed, particular character 
strengths and virtues have enabled those interviewed to lead their organizations to 
growth.  
While many studies focus on organizational leadership and its relationship to 
growth, there is a gap in the missiological literature that focuses on this relationship 
between character strengths and growth. By focusing on character and virtue, this study 
has shown that internal ethical strengths are important in understanding the ways in 
which Christian social entrepreneurial organizations fulfilled their mission. This goes 
beyond ethical leadership and addressed not the actions of the leader, but the relationship 
of the actions with the formation of the person in the context of leadership.  
Second, this study has contributed to the missiological literature by identifying the 
motivation for social justice ministry in the work of these social entrepreneurs. Much has 
been written on social justice, particularly with an emphasis on justice as action that 
corrects wrongs by setting them right. The conclusions of this study have been different, 
and has introduced the motivation for social justice ministries as love and compassion. 
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Those interviewed in this study clearly articulated a vision of God’s love and 
compassion, as well as their own, as being the factor that motivated them to start their 
organizations, as well as the factor that enables them to continue in their work. The role 
in love and justice had not been adequately expressed as the motivating factor in 
Christian social entrepreneurial work previously, and this study adds to the literature by 
emphasizing this type of theological vision by those who are actively engaged in that 
work and the ways in which they engaged in theologizing of their leadership and 
organizations.  
Third, this study has shown that ethical character matters, and confounds our 
normal expectations of what character strengths and virtues have been thought to have 
been the most important. The popular conceptions of social entrepreneurs exhibiting 
courage, fortitude, and creativity have been thought of as necessary, and while they may 
occur, the data that emerged from the interview for this project showed that the actual 
character strengths and virtues that were present were different. Spirituality, the love of 
learning, humility, and social intelligence occurred far more frequently.  
Fourth, this study has shown that character strengths not only appeared as 
missional virtues that were already present, but also as virtues that were developed in 
response to the mission of the organization. The virtues and character strengths of the 
participants were shaped by the needs of the organization, but also by the needs of the 
missional vision from God that each leader had for the organization. This highlights the 
idea that there was an interrelated and dynamic relationship between who the participants 
were with who the participants became during their journeys of leading their 
organizations. Entrepreneurs are seen as innovators, but this study highlights that the 
153	
	
most important innovations occurred in their own character development. 
Missional Implications of the Study 
	
After the collection, analysis, and presentation of the data, it is prudent to revisit 
the missional implications of the study. Throughout the history of the church, its 
missional mandate has taken many forms, from traditional evangelistic practices, such as 
mass evangelistic meetings, door to door witnessing, and small group ministry to those 
working in relief ministries, food pantries, and soup kitchens. Missional social 
entrepreneurs, such as those interviewed for this project, stand in that tradition of 
mission, addressing the needs of the world in new and inventive ways. While some have 
considered these to be outside of mission work, social entrepreneurship has gained in 
influence and its understanding in recent years.  
This study has highlighted those aspects of character and virtue that have been 
beneficial in growing missiological organizations. This study has been a drop in a large 
bucket of research that can contribute to helping enable new generations of Christians 
engage in God’s mission in the world. By focusing on the positive aspects of character, 
missiological studies can look within, engage, and integrate the fields of missiology, 
ethics, and spiritual formation. This type of study can provide help in providing others 
with the language and content to understand God’s calling outside of the traditional roles 
of pastoral ministry, extension ministries, and cross-cultural missionary, enabling 
Christians to see possibilities in missiology that utilize their strengths in ways that 
previous generations might not have considered. 
One of the observations that was made by almost every participant in this study 
was that they had received no formal theological education in the work that they are 
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doing. One of the hopes of this study is that it will contribute to the conversation about 
social entrepreneurship as a form of missiology. As Christian colleges and seminaries 
begin to take this idea seriously, it is hoped that social entrepreneurship, entrepreneurial 
leadership, and the role that new organizations can have in the present and future will be 
developed more and more. While business and organizational leadership from a Christian 
perspective have been, and are currently being, taught, the new research on social 
entrepreneurship has not fully been integrated into the curriculum in many Christian 
colleges and seminaries.  
This study has asked questions about character strengths and virtues, and their 
relationship to starting and leading social entrepreneurial organizations. This highlights 
the need for understanding of missional virtues, and which virtues were dominant in the 
participants. In addition, it was seen that the mission of the organization helped to shape 
and develop those virtues. One of the implications of this is the realization that missional 
virtues are both inherent and developed, and an understanding of this dynamic is 
important in contributing to the missiological literature of an area that has been 
underdeveloped. 
Future Directions of the Study 
	
While this project has sought to highlight the way that character strengths are able 
to enhance the ability of Christian social entrepreneurs to grow their organizations, there 
are several other areas of study that could complement and enhance what this study has 
sought to accomplish. First, the use Positive Organizational Scholarship and positive 
psychology have not been adequately utilized in studying Christian social 
entrepreneurship. As POS and positive psychology focus on positive strength-based 
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approaches and virtue, they share a common language and many common values. In 
particular, POS can be well utilized in investigating concepts of calling, starting 
organizations, and the leadership of mature organizations that have existed for decades, 
as well as the transitions of executive leadership. 
Another way in which Positive Organizational Scholarship can be utilized in 
missiological research is to understand bad leadership or unhealthy organizations. While 
this study has employed the literature, research, and framework of the first ideas of 
Positive Organizational Scholarship, there have been more recent publications that have 
expanded the original research. Second Wave Positive Psychology, which has begun to 
be published in 2016, offers more theoretical grounding for investing areas such as 
resiliency, suffering, shadow leadership, and related concepts that can be very beneficial 
for future research in Christian social entrepreneurship (Itvzen, Lomas, Hefferon, and 
Worth 2015). 
A third area of future research is the role in which theological education plays in 
educating and forming Christian social entrepreneurs. While some Christian colleges and 
seminaries are beginning to include social entrepreneurship into its curriculum, this is just 
at the beginning stages of happening (Scharen and Miller, 2016, 3). New research on how 
Christian higher education, particularly seminaries and graduate programs, can assist 
students in thinking of social entrepreneurship as an activity of God’s mission are needed. 
In particular, the theological and missiological basis of social entrepreneurship need to be 
further understand. Among those that do have these programs, they often emanate from 
business schools; the idea of social entrepreneurship programs being housed within 
departments of missiology with a solid biblical, theological, and missional foundation is 
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in need of exploration. 
One last area that can be explored further is the role of a distinctive missional 
ethic in leadership. Ethics is often covered in college or seminary curricula, but how 
ethics informs missional leadership of organizations is still needed. Although some 
attempts have been made to identify a missional ethic (Drayton and Rowe, 2012; Baker 
and Hayword, 2014), this is an area that has been overlooked. As missiology evolves as a 
discipline, fresh attention should be given to the role that ethical leadership can play in 
missional endeavors, and in particular the ways in which ethical discourse can help form 
more effective missiological leaders, particularly within contexts that originate in the 
West, where the credibility and trust in Christian leaders has been devalued in scandals, 
inappropriate actions, and much publicized failures of Christian leaders. 
Current Christian ethics education focus on what might be considered macro-
ethics, such as issues of justice, abortion, the death penalty and other larger societal 
issues, the role of personal ethics is often given scant attention. As the last few decades 
have seen a rise in the study of virtue ethics, character ethics, and personal ethics, these 
areas have not always been given due attention in the context of Christian formation in 
protestant Christianity. The connection between the character strengths that a person 
already possesses and those issues of character have not been fully recognized. The role 
of character is an important aspect of not only identifying the strengths that a person 
possesses, but also the importance of the ethical life in the formation of Christian 
disciples. 
Summary of the Chapter 
	
This chapter has presented a discussion of the data analysis and conclusions of 
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this project on character strengths in Christian social entrepreneurs and the growth of 
organizations. It began with reviewing the research questions, and presented the 
conclusions that emerged from the interviews with research participants, outlining the 
character strengths that were identified as being helpful and instrumental in growing 
missiologically oriented organizations. Next, the assumptions that were presented in 
Chapter 1 were evaluated in light of the data analysis, showing which assumptions 
proved to be true, which ones were false, and the reasons that those determinations were 
made. Finally, the missiological implications of the results of the study were revisited, 
and recommendations about the future directions in the research of character strengths in 
social entrepreneurship were suggested.  
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